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ABSTRACT 
The purpose of this study was to identify the main concern of jobseekers and recruitment agencies in 
electronic recruitment (e-recruitment) and determine how it was resolved. The country of Namibia was 
chosen for the study because many of its jobseekers and recruitment agencies are adopting e-recruitment 
to overcome challenges in their recruitment context. In order to meet the purpose of the study, Classic 
Grounded Theory Methodology (classic-GTM) was used. Through the application of classic-GTM it 
emerged that jobseekers’ and recruitment agencies’ perspectives on e-recruitment are varied and shifting, 
which together with the dynamics in information technology bring many possibilities and fluidity of 
stakeholders’ behaviour. Therefore, jobseekers and recruitment agencies are mainly concerned about Fit 
or lack thereof between their conceptualizations of Objects of Concern (namely information technology, 
jobseekers, job providers (recruitment agencies and employers) and jobs) in such a dynamic environment. 
Pursuing Fit emerged as the core variable (core category) representing how the participants continuously 
resolved their main concern. Two sub-categories constituting Pursuing Fit are Interpreting Fit and 
Positioning for Fit and they explain how stakeholders interpret e-recruitment concepts and position 
themselves and other Objects of Concern based on interpretation. Recruitment is likely to take place when 
Objects of Concern relate in a desirable (fitting) manner. The study’s contribution to knowledge is 
through the theory of Pursuing Fit that suggests a systematic way of understanding e-recruitment and of 
conceptualizing information technology in e-recruitment to increase chances of recruitment. Implications 
common for both jobseekers and recruitment agencies are context awareness and flexibility. Context 
awareness allows stakeholders to interpret Objects of Concern based on the context and flexibility makes 
it possible to change from a previously held position. The study can be used as the foundation for research 
involving multiple stakeholders in e-recruitment. In conclusion, e-recruitment is a process of meaning 
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CHAPTER 1: INTRODUCTION TO THE STUDY 
This Chapter starts with an Introduction to the thesis, followed by a discussion on the concept of e-
recruitment, motivation for e-recruitment, problems with e-recruitment, research objectives, a brief note 
on the research methodology and finally the structure of the thesis. 
1.1 Introduction 
This study focuses on electronic recruitment (e-recruitment) from the perspective of jobseekers and 
recruitment agencies in Namibia. The study is incentivised by two elements: 1. the need to advance 
understanding of e-recruitment in developing countries, given its potential to help address problems of 
high unemployment and scarcity of skills and 2. problems posed by the shift from traditional recruitment 
to e-recruitment propped by the pervasiveness of mobile information technologies that in the main allow 
many people access to the Internet in Namibia. The study brings understanding to the phenomenon of e-
recruitment from the perspectives of jobseekers and recruitment agencies. Classic grounded theory 
methodology (GTM) was selected as a suitable methodology to use and the resultant grounded theory 
(GT) explains the jobseekers and recruitment agencies’ main concern (see Chapter 3) and how they 
resolve it. The outcome of the study is a substantive theory, which will be a theoretical foundation upon 
which further studies can be done. A literature review is  provided initially to contextualize the study 
(Chapter 2). 
1.2 The Concept of E-recruitment 
Attempts at defining e-recruitment include viewing it as a process that involves attracting candidates, 
sorting applicants and making contact using information technologies. Unlike traditional recruitment, e-
recruitment makes use of information technology to handle the recruitment processes. Although context 
affects a recruitment model, Breaugh et al., (2008) define a recruitment model that presents the 
recruitment process at a macro level as shown in Figure 1. 
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Figure 1: A Model of the Recruitment Process (Breaugh et al., 2008, p. 47) 
 
Recruitment Results 
(see Recruitment Objectives) 
Evaluation of whether recruitment objectives were met needs to be done at 
this stage. 
Recruitment Objectives 
• Filling “X” number of positions 
• Type of applicants sought: 
− education 
− knowledge, skills, ability 
− work experience 
− Interests 
− diversity 
• Time frame for filling positions 
• Number of applicants 
• Job performance of new hires 
• New hire retention rate 
• Job satisfaction of new hires 
Research objectives outline the goals intended to be achieved. Many of the 
goals are covered by the descriptors given, but as mentioned before context 
may lead to exclusion inclusion of some objectives. Some objectives may be 
relevant to the period after hiring, hence the recruit goes through a period of 
probation. 
Strategy Development 
• Whom to recruit? 
• Where to recruit? 
• Timing of recruitment activity? 
• How to reach targeted individual? 
• What message to communicate? 
• Whom to use as recruiters? 
• Nature of site visit 
• Nature of job offer 
• Budget considerations 
Recruitment strategy responds to the questions listed in this section as well as 
activities implied by statements herein. Breaugh et al., (2008) detailed what 
each of the strategic points listed entails, hence I encourage the reader to get 
details from the same. 
Recruitment Activity 
• Recruitment methods used 




• Recruiters used 
• Hosting the site visit 
• Extending the job offer 
Following the recruitment strategy, recruitment activities are carried out as 
detailed in this step. 
Intervening Job Applicant Variables 
• Applicant attention 
• Message credibility 
• Applicant interest 
− Position attractiveness 
− Expectancy of job offer 
− Alternative opportunities 
− Person-job/organization fit  
• Accuracy of applicant’s position expectation 
• Applicant self-insight 
• Applicant decision-making process 
This model gives the perspective 
of the recruiter, but recruitment 
is contingent to job-applicant 
variables which are briefly stated 
in the adjoining textbox. 
University of Cape Town 
PhD Thesis (2019)     3               Mike Abia 
 
Setting recruitment objectives, developing a strategy, performing the recruitment activity and obtaining 
and evaluating recruitment results are all aided by information technology in e-recruitment. 
E-recruitment benefits from the growth in mobile phone usage, especially in Africa. “Business leaders 
and investors did not anticipate that a continent invariably labelled as poor and corrupt would be able to 
provide the infrastructure and customer base required for considerable market growth. Wedded to mobile 
phone business models popular in developed countries (based on contracts, sending data, and high-end 
phones), few realized the potential for growth in Africa along different lines (based on pre-pay phone 
cards, voice, and low-end phones). In particular, the demand from rural and low-income areas exceeded 
all expectations.” (Etzo & Collender, 2010, p. 660). Recruiters compete with each other and jobseekers 
compete for jobs; which drives both groups to adopt information technologies at accelerated rates in order 
to take the strain out of some of the recruitment activities (Borstorff, Marker, & Bennett, 2007; Cappelli, 
2001; Cober, Brown, & Levy, 2004; Pfieffelmann, Wagner, & Libkuman, 2010; Simón & Esteves, 2016; 
Smyth, Bradley, & Rafter, 2002).  
“For most job seekers, the Internet is where the action is.” (Cappelli, 2001, p. 140). Thus, to get good 
jobseekers recruiters need to move swiftly to locate and hire, which may require hiring agencies to help 
the recruiters using a multitude of information technologies in the process (Koong, Liu, & Williams, 
2002, p. 130). Information technology innovations have generated a big shift in recruitment resulting in 
the transformation of recruitment activities (Anderson, 2003; Lievens & Harris, 2003), which means 
research in e-recruitment is necessary. 
The evolution in information technology (Solée et al., 2013) and revolution in e-recruitment results in 
continuous changes in the nature of the substantive area (Lee, 2007). The changes necessitate research 
into evolving concerns of participants in e-recruitment. This research should align with the shifts in 
practice (García‐Izquierdo, Aguinis, & Ramos‐Villagrasa, 2010), in this case e-recruitment practice. 
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The national labour force can be defined as the pool of people eligible for employment in a country 
(Jauch, 2012). A jobseeker is someone who is part of the labour force and is searching for work (Steel, 
1997, p. 7), and may or may not be currently employed (Broersma, 1997; Fountain, 2005). The 
unemployment rate refers to the number of unemployed economically active members of the labour force 
as a proportion of the total economically active labour force (Steel, 1997, p. 7). Some publications define 
the unemployed individual as one who has been actively seeking employment in a specified period (Steel, 
1997). The employed labour force finds itself either in vulnerable employment or in secure employment 
(Singer, 2013). Vulnerable employment means the employee does not have formal work arrangements 
with access to social protection facilities (McKay, 2008): many such employees are jobseekers because 
they would prefer secure employment. Those in secure employment may also participate in the 
recruitment process as jobseekers in search of better or alternative job opportunities. 
A recruitment agency is a third party provider of labour to an employer who is the agency’s client (Druker 
& Stanworth, 2004), and works as an intermediary between the jobseeker and the employer (Eisenhardt, 
1989). Recruitment agencies have to customise their services to employers’ needs because employers in 
different contexts or circumstances require different recruitment services (Forde, 2001). Recruitment 
agencies’ reasons for using e-recruitment include the fact that, “ …workers and employers are turning to 
the Internet, both as an information source in itself and as a way to access and transmit information that 
could also be found offline. The two-sidedness of a labour market means that the strategies and 
effectiveness of workers’ and firms’ searching are quite interdependent and should not be examined in 
isolation.” (Fountain, 2005, p. 1237). Rich sources of information are essential in the labour market 
(Akerlof, 1970), and recruitment agencies play a significant role in providing the required information to 
both jobseekers and recruiters (Fountain, 2005, p. 1237). The pervasiveness of Information and 
Communication Technology (ICT) provides an important means to transmit and share information 
between recruitment stakeholders, even in developing countries like Namibia. 
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1.3 Motivation for E-recruitment in Namibia 
There are at least three factors that motivate the use of e-recruitment in Namibia. The first is the 
geographic dispersion of the Namibian labour force, which makes traditional approaches to recruitment 
inefficient and/or ineffective. The second is the pervasiveness of mobile information and communication 
technologies (m-ICTs) that facilitate e-recruitment by recruitment stakeholders. The third is competition 
among jobseekers for scarce job opportunities and competition among recruiters for jobseekers with 
scarce skills. Each of these factors is discussed in detail in the following subsections. 
1.3.1 Namibia’s Geographically Dispersed  Labour Market  
Feldman & Klaas, (2002) observed that jobseekers and recruiters are more likely to use e-recruitment 
when the geographical scope of the job hunt is wide. Namibia’s population of approximately two million 
people (Khatiwada & Silva, 2015) is highly dispersed over the country’s land area of 824 292 km2. There 
are at least 39 urban centres in Namibia, each with a population between 1000 and 330 000 (Namibia 
Statistics Agency, 2011), however only the capital city Windhoek (approximately 325 858 people) has a 
population of over 65000 (Namibia Statistics Agency, 2011). In order to expose the dispersion of 
Namibian population centres, I considered urban areas because many jobseekers and recruiters are found 
in urban areas and the Namibia Statistics Agency, (2019) in the Labour Force Survey report showed that a 
big proportion of the Namibian population (50.1%) resides in urban areas. Additionally, I considered 
urban centres with populations above 5000 because such a population is a significant concentration of 
people in lowly populated Namibia. I found 27 such urban areas, with average distances of approximately 
606 kilometres from each other (See Table 1). 
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Name of Urban 
Area 
Population Average distance from other 
Urban Areas (km) 
Distance to Furthest Urban 
Area (km) 
Arandis 5,214 542 1302 
Eenhana  5,528 586 1425 
Gobabis 19,101 669 1418 
Grootfontein  16,632 475 1268 
Helao Nafidi  19,375 645 1395 
Karibib  5,132 471 1252 
Katima Mulilo 28,362 1098 2027 
Keetmanshoop  20,977 886 1693 
Khorixas  6,796 479 1273 
Lüderitz  12,537 1131 2027 
Mariental  12,478 686 1472 
Okahandja  22,639 446 1140 
Omaruru  6,300 422 1060 
Ondangwa 22,822 589 1489 
Ongwediva  20,260 567 1392 
Opuwo  7,657 644 1491 
Oshakati  36,541 614 1524 
Otavi  5,242 431 1179 
Otjiwarongo  28,249 478 1061 
Outapi  6,437 614 1488 
Outjo  8,445 453 1134 
Rehoboth  28,843 556 1320 
Rundu  63,431 662 1560 
Swakopmund  44,725 569 1337 
Tsumeb  19,275 438 1118 
Walvis Bay  62,096 600 1458 
Windhoek  325,858 482 1211 
Table 1: Urban Population Dispersion According to Last Comprehensive Census (Namibia 
Statistics Agency, 2011; www.distancecalculator.net; https//distancecalculator.globefeed.com) 
The dispersion of communities in Namibia and the need by people to look for better opportunities  
without incurring high costs motivates the use of m-ICTs in many areas including e-recruitment. 
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1.3.2 Pervasiveness of Information and Communication Technologies in Namibia 
Namibia is witnessing enormous adoption of information technologies in its economic activities (Erastus, 
Jere, & Shava, 2017; Jackson, Pompe, & Krieshok, 2012). The International Telecommunications Union 
(ITU, 2017) indicated that Namibia had 104.5 mobile phone subscriptions per 100 people in the year 
2017. Like in most Sub-Saharan countries, the adoption started with a mild (brief and limited) association 
with fixed-line telecommunication infrastructure, which was superseded by mobile information and 
communication networks (Mothobi & Grzybowski, 2017). The adoption is higher in urban areas than in 
rural areas (Ngololo, Howie, & Plomp, 2012, p. 12). Table 2 shows means of access to information by the 
population in Namibia as at 2016. In the past few years there has been an increase in Internet connection 
by the Namibian population, e.g. 8.8% of the Namibian population had access to the Internet in 2011 
(Namibia Statistics Agency, 2011) and this percentage increased to 23.2% by 2016 (Namibia Statistics 
Agency, 2016) (see Table 2).    
Type of ICT 
Service 






Radio Owns 45.6 37.8 54.7 
Has access 23.7 25.9 21.1 
Fixed-line phone Owns 4.9 8.2 1.0 
Has access 9.1 12.3 5.2 
Television Owns 42.5 63.8 17.4 
Has access 11.8 10.3 13.5 
Cell phone Owns 93.3 97.2 88.9 
Has access 2.5 0.9 4.3 
Internet connection Owns 15.0 - - 
Has access 8.2 - - 
Newspaper Daily 
readership 
21 - - 
Table 2: Means of Access to Information (Namibia Statistics Agency, 2016; The Namibian, 2018) 
 
Although the percentage of people with daily and weekly access to the Internet as at 2016 was low, the 
percentage of people with mobile phones was over 90% of the total population (Table 2) and given that 
many of the mobile phone owners were not on an Internet-enabled mobile phone, it was just a matter of 
time before they acquired Internet-enabled mobile phones. Recent statistics indicate that approximately 
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28% of all mobile network connections in Namibia are by smart phones (Namibia Statistics Agency, 
2017) and in Sub-Saharan Africa that statistic is 34% and predicted to reach 68% by the year 2025 (GSM 
Association, 2018). These statistics indicate the level of adoption of smart phones and more adoption 
increases e-recruitment possibilities available to large sections of the population.   
 
However, the evolving nature of the digital divide (Paul, 2016; van Deursen & van Dijk, 2011) has an 
effect on access to e-recruitment regardless of access to suitable Internet-capable devices. The original 
digital divide was based on physical access to a computer and then it was based on access to the Internet 
(Rowsell, Morrell, & Alvermann, 2017; van Deursen & van Dijk, 2011). The digital divide can be 
between individuals, geographic regions or any other unit suitable for the purpose of a study (Philip, 
Cottrill, Farrington, Williams, & Ashmore, 2017). The digital divide in general and between generations 
in particular is a complex issue (Yu, 2011, p. 672). Populations that are geographically distant from 
centres of technology sometimes do not get access to information technologies (Rowsell et al., 2017) 
resulting in them getting less access to information. The consequence of the digital divide is information 
inequality and information is essential for jobseekers and recruiters. Digital skills might also be lacking. 
 
There is debate around the nature and measurement of digital skills, despite the relevancy of such skills in 
e-recruitment. There are numerous studies on skill set, experience and training of recruiters (Breaugh, 
2008, p. 111), but there is a general problem of lack of clarity on definition and measurement of digital 
skills of recruiters and job seekers (Hargittai & Hsieh, 2012, p. 95). Varying definitions and measures 
have been proposed but only a few have been tested (van Deursen & van Dijk, 2010), but going by many 
of the definitions there is evidence that there is scarcity of digital skills in developing countries. Research 
advises e-HRM (Electronic Human Resource Management) practitioners to enhance their technical 
knowledge and skills (Holm, 2012). Ghazzawi and Accoumeh, (2014) note that successful e-recruitment 
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demands that recruiters have high information technology skills, and interpersonal skills. Lack of skills, 
motivation or resources are a contributing factor to a digital divide (Yu, 2011) and many jobseekers are 
digitally excluded because they have limited information technology skills (Lindsay, 2005), which they 
need to take part in e-recruitment (Holm, 2014).  
1.3.3 Jobseekers’ Competition for Fitting Jobs and Recruiters’ Competition for Skilled 
Jobseekers 
In Namibia, e-recruitment is motivated by jobseekers’ competition for the few fitting jobs and recruiters’ 
competition for skilled jobseekers. Jobs for which there are more qualified jobseekers than there are 
vacancies results in competition amongst the jobseekers. E-recruitment helps jobseekers broaden their 
search in an attempt to gain competitive advantage (Khan, Taha, & Ghourl, 2011; Sylva & Mol, 2009). 
There are jobs for which recruiters find it difficult to source skilled employees and they use e-recruitment 
to cast their search wide in order to increase chances of attracting suitably skilled jobseekers (Williamson, 
King, Lepak, & Sarma, 2010). Girard and Fallery, (2009) note that e-recruitment also allows recruiters to 
make geographically broad searches for employees with ease and at reasonable cost. These sought after 
competitive advantages motivate jobseekers and recruiters to use e-recruitment in Namibia.      
1.4 Problems with E-recruitment 
E-recruitment has a problem of having a variety of definitions, which is expected because it is part of e-
HRM (electronic Human Resource Management) that has different definitions depending on the context 
(Bondarouk, Parry, & Furtmueller, 2017, p. 98; Simón & Esteves, 2016, p. 26). This variety includes 
viewing e-recruitment as a technology tool, e-recruitment as a system, e-recruitment as a process, e-
recruitment as a service and e-recruitment as a proxy (see Section 2.3 and Table 3 for details and 
references). Although the variety of definitions may allow researchers to choose a definition suitable for 
their context of study, these studies tend to reveal overlapping and contradictory results due to the 
overlaps or differences in definitions (Bondarouk et al., 2017, p. 100). This variety of definitions are an 
indicator of what Marler and Fisher (2013, p. 34) refer to as a lack of a strong theoretical foundation in e-
University of Cape Town 
PhD Thesis (2019)     10               Mike Abia 
 
HRM research in general. 
Khan, Taha and Ghouri (2011) note that many studies on e-recruitment focus on one e-recruitment 
stakeholder at a time and few studies focus on a combination of stakeholders. While understanding e-
recruitment from one stakeholder’s perspective is helpful, it is equally important to understand e-
recruitment from the combined perspectives of multiple stakeholders (Allden & Harris, 2013, p. 39) 
because e-recruitment is a process with multiple stakeholders.   
1.5 Research Objectives  and  Questions 
The discussion above indicates that there are mixed views on e-recruitment due to many factors, including 
lack of a basket of theories to guide practice and research. Perspectives on e-recruitment come from a 
variety of stakeholders, therefore it is essential to consolidate their concerns in research and practice, 
therefore, the objectives are: 
1. to identify the main concern (See Chapter 3) of jobseekers and recruitment agencies in e-
recruitment in Namibia and 
2. to understand how the concern is processed and resolved by jobseekers and recruitment agencies. 
The concept of main concern refers to a matter that troubles participants the most about/within the studied 
phenomenon. Chapter 3 explains more on the concept of the main concern. The corresponding research 
questions are: 
1. What is  the main concern and sub-concerns of jobseekers and recruitment agencies in e-
recruitment in Namibia? 
2. How is the concern processed and resolved by jobseekers and recruitment agencies in e-
recruitment in Namibia? 
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This study will meet these objectives and research questions by generating a theory that explains the 
process of e-recruitment from the perspectives of jobseekers and e-recruitment agencies in Namibia. Such 
a theory will provide me with grounds for reasoning about e-recruitment processes and inform people’s 
engagement with e-recruitment since according to Colquitt and Zapata-Phelan, (2007), theory enables 
stakeholders to understand phenomena of interest. 
1.6 Research Methodology 
Given the objectives, classic-Grounded Theory Methodology (classic-GTM) is deemed suitable for this 
study as detailed in Chapter 3. It is common in GTM use that concerns and sub-concerns and how they 
are resolved are the basis for developing theory (Adolph et al., 2012). I use the literature to contextualise 
the study and the phenomenon of e-recruitment (see Chapter 2), but not as a means to develop pre-
conceived notions of what the stakeholder concerns and their resolution might be, since in GTM studies 
these must emerge from the data. 
1.7 Structure of the Thesis 
The main body of the thesis has the following chapters: 
Chapter 1: introduces the reader to the study, and introduces e-recruitment as the phenomenon studied, it 
then outlines motivation for e-recruitment, problems with e-recruitment, and objectives of the research, 
brief discussion on research methodology and structure of the thesis. 
Chapter 2: As is generally conventional in classic-GTM research, the chapter does not provide a 
traditional literature review; instead, it provides a contextualization literature review.  
Chapter 3: provides details of the classic-GTM research design used in the study. It discusses the 
philosophical position adopted, research methodology, quality criteria for the research process, data 
collection, data analysis, and ethics issues in the study. 
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Chapter 4: details findings based on jobseeker data.  
Chapter 5: details findings based on recruitment agency data. 
Chapter 6: Analyses findings from Chapters 4 and 5 resulting in a comprehensive discussion of the core 
category (pursuing fit).  
Chapter 7: integrates pursuing fit with theories in extant literature.  
Chapter 8: discusses evaluation of the study. Among other discussions, it checks if the objectives of the 
study were met, discusses evaluation of the GTM process used and evaluation of pursuing fit. The chapter 
discusses other contextual issues related to the study. 
Chapter 9: details the contribution, implications of the study and possible further research ensuing from 
this study. 
References and Appendices: The thesis document ends with references and appendices relevant for the 
research. 
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CHAPTER 2: E-RECRUITMENT LITERATURE REVIEW 
2.1 Introduction 
This chapter aims at contextualizing the study and starts with an introduction to the chapter, that is 
followed by:Purpose of the Literature Review in Classic-GTM, Identifying and Conceptualisation of E-
recruitment, Role of the IT Artefact in E-recruitment, Emerging Literature and Evolving E-recruitment, 
E-recruitment Adoption by Jobseekers and Recruitment Agencies, Benefits and Challenges in E-
recruitment, Characteristics of the E-Recruitment Literature and a Summary of the Chapter.  
2.2 Purpose of the Literature Review in Classic-GTM 
Christensen (2011, p. 21) outlines the importance of a literature review in a classic GTM study in the 
statement, “The place and purpose of the literature review in a Classic (Glaserian) Grounded Theory 
(CGT) study is to situate the research outcome within the body of previous knowledge, and thus to assess 
its position and place within the main body of relevant literature.” Contextualisation of  this study will 
result in the following: 
• delimiting the context of the study, 
• clarity on the meaning of e-recruitment based on literature, and 
• illumination of the gaps in e-recruitment research. 
In order to achieve this contextualization, a comprehensive search for literature was done (see Appendix 
K) following and building on guidelines from Webster & Watson (2002, pp. xv–xvi), Levy & Ellis (2006, 
pp. 189–192), Wolfswinkel et al. (2010) and others, which yielded conceptually relevant literature on e-
recruitment. (See Appendix K for details of search and selection stages of the review). E-recruitment is 
viewed from a number of perspectives by stakeholders. E-recruitment involves a number of people, 
organizations and IT (Information Technology) artefacts. While recruitment is an old concept, the use of 
IT artefacts in recruitment brings in a new dimension to traditional recruitment (Sylva & Mol, 2009). 
Many studies focus on relations between some stakeholder and the IT artefact in e-recruitment e.g. 
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applicant experience with online recruitment (Feldman & Klaas, 2002) or website viewer’s perception 
(Braddy, Meade, Michael, & Fleenor, 2009). Stakeholders in e-recruitment include jobseekers, recruiters, 
personnel marketers, recruitment agencies, e-recruiting platform analysts, researchers and designers 
(Wolfswinkel et al., 2010). 
2.3 Identifying and Labelling of Conceptualisations of E-recruitment  
Although many studies have focussed on e-recruitment, there are shortcomings on its conceptualization 
and no labels for the conceptualisations when they are implied. There are offers in literature on 
conceptualization of what e-recruitment is, its effects and its implications in organizations and societies, 
but these have not been clearly labelled and made topical in the discussions. Furtmueller (2013); Maurer 
& Cook, (2011) and others view e-recruitment from the perspective of information technology artefacts 
used and define it as a recruitment process primarily enhanced by electronic tools. Other studies focus on 
specific information technologies e.g. the Internet (Braddy et al., 2009; Parry & Tyson, 2008) as a 
indispensable component of e-recruitment. 
The identification of alternative conceptualisations of e-recruitment in literature was carried out after the 
fashion of Orlikowski & Iacono, (2001) who reviewed Information Sysems literature to identify several 
views of the IT artefact, i.e. nominal view, computational view, tool view, proxy view and ensemble 
view. Boell & Cecez-Kecmanovic (2015) in like manner identify several views of Information Sytems, 
i.e. technology view, social view, socio-technical view, process view and sociomaterial view. The latter 
sociomaterial view challenges researchers not to insist on separation of the technical from the social 
because the two are inherently inseparable (Orlikowski & Scott, 2008). I investigated conceptualizations 
of e-recruitment in the literature further. Five conceptualizations or views on e-recruitment were 
identified and for the purpose of this study, labelled as: e-recruitment as a Technology Tool, E-
recruitment as a System, E-recruitment as a Process, E-recruitment as a Service, and E-recruitment as a 
Proxy. Table 3 describes the five conceptualizations and gives a list of representative articles for each. It 
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needs to be noted that some research uses multiple conceptualizations of e-recruitment e.g. Lee (2011), 
wherein e-recruitment is viewed as a system and as a process. Many of the articles did not explicitly state 
their espoused conceptualization of e-recruitment, it was only after reading through the article that the 
implied conceptualization became apparent. In many cases conceptualization of e-recruitment  was 
closely linked to conceptualization of the associated IT artefact.  
Conceptualization of E-recruitment 
(Label assigned in this study) 
Description Articles 
1. E-recruitment as a Technology Tool E-recruitment is viewed in 
some studies as a technology 
tool. 
Faliagka et al. (2012) 
2. E-recruitment as a System E-recruitment is a group of 
independent but interrelated 
elements comprising a unified 
whole. These elements include 
technology, society, 
organizations, etc. 
Chiwara et al. (2017); Lee (2007, 
2011); Yoon Kin Tong (2009); 
Faliagka et al. (2012); Braddy et al. 
(2003); Pavon & Brown (2010) 
3. E-recruitment as a Process E-recruitment is a set of 
systematic well-coordinated 
activities. The activities are 
done by information 
technology or traditionally in 
comination with information 
technology. 
Lee (2007); Lee (2011); Ehrhart et 
al. (2012); Feldman & Klaas (2002); 
Parry & Tyson (2008); García-
Izquierdo et al. (2010); Kashi & 
Zheng (2013); Jansen et al. (2005); 
Smith & Rupp (2004); Llorens 
(2011) 
4. E-recruitment as a Service 
a. E-recruitment as a Repository 
b. E-recruitment as a Medium 
c. E-recruitment as a Program (E-
recruitment as an Implemented 
Algorithm) 
E-recruitment is a service to 
recruitment. It cannot be 
entrusted to do all that is 
needed for successful 
recruitment, therefore it only 
provides certain 
functionalities. 
a. E-recruitment provides 
storage facilities for 
recruitment data. 
b. E-recruitment is a 
communications conduit 
between stakeholders in 
recruitment. 
c. E-recruitment is a set of 
precise rules for solving a 
problem.  
Koch et al. (2018); Smyth et al. 
(2002); Vidros et al. (2016) 
 
a. García-Izquierdo et al. (2010); 
Wang & Guo (2012); Llorens 
(2011) 
b. Bartram (2000); Feldman & 
Klaas (2002); Selden & 
Orenstein (2011); Sylva & Mol 
(2009); Van Hoye & Lievens 
(2007) 
c. Lee (2007); Jansen et al. 
(2005); Faliagka et al. (2012) 
5. E-recruitment as a Proxy E-recruitment acts on behalf of 
organizational and societal 
entities. 
Braddy et al. (2009); Jansen et al. 
(2005); Walker et al. (2011) 
Table 3: Conceptualizations of E-recruitment 
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1. E-recruitment as a Technology Tool: E-recruitment as a technology tool is a conceptualization of e-
recruitment as a means to apply science to industry, commerce or society. This means is demonstrated 
by Faliagka et al. (2012) who presented a tool to automate the ranking of applicants in recruitment. 
2. E-recruitment as a System: Studies that view e-recruitment as a system conceptually divide e-
recruitment into independent but interrelated elements, at the core of which  is information 
technology, society, organizations, etc. The system view allows each component to receive input from 
the other elements and produce input for other components (Lee, 2007). Chiwara et al. (2017) 
indicate that the system view of e-recruitment assigns all automating functions to the IT artefact of 
the system while organizational recruitment experts evaluate the outcome. While some stakeholders 
view e-recruitment as a system, others view it as a process.  
3. E-recruitment as a Process: Instead of focusing on entities, the process view of e-recruitment 
focuses on e-recruitment activities and determines that they are systematic and well-coordinated. 
There is no attempt to set boundaries between the IT artefact, society and organization, but activities 
are clearly identified and can be performed by either the IT artefact or traditionally. García‐Izquierdo 
(2010) focus on the data collection activity which in the study was done using an online system, 
however it needs to be noted that it could be done traditionally. Llorens (2011) indicates that 
recruitment activities can either be performed electronically or traditionally. In the process view of e-
recruitment the end goal is the execution of all the recruitment activities. 
4. E-recruitment as a Service: The view exists that e-recruitment is a service to recruiters and 
jobseekers. Many e-recruitment platforms are independent of the organizations or societies they serve 
(Smyth, Bradley & Rafter, 2002) and are viewed as belonging to the “Internet”. Sub-views of e-
recruitment as a service include: E-recruitment as a Repository, E-recruitment as a Medium, E-
recruitment as a Program.  
E-recruitment as a Repository: Some studies portray E-recruitment as a Repository for data about 
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jobseekers, jobs, recruiters and employers. Wang & Guo (2012) wanted to investigate the correlation 
between a company’s recruitment data and its performance, and e-recruitment provided them with the 
data. In a study by García-Izquierdo et al. (2010) online forms were filled in by jobseekers and the 
data provided on the forms was stored for recruiters and other stakeholders to retrieve. While the view 
of e-recruitment as a repository is usually held when e-recruitment is newly adopted, other services 
follow suit. 
E-recruitment as a Medium is another view held in studies, e.g. Bartram, (2000) portrays e-
recruitment as a facilitator of communication between jobseekers and organizations. Traditional 
media like newspaper (Selden & Orenstein, 2011) are sometimes found inconvenient thus e-
recruitment takes their place. Some organizations employ e-recruiters who form part of e-recruitment 
and serve to link the IT artefact and other elements in recruitment. Although e-recruitment as a 
medium improves communication speed it also comes with disadvantages, information overload 
being one (Smyth et al., 2002). 
E-recruitment as a Program is a view that associates e-recruitment with calculations and logical 
interpretation and processing of data. In defining a holistic e-recruitment system Lee (2007) includes, 
as an algorithmic module, a Pre-screening Management System to automatically assess the extent of 
match between an applicant’s qualification and job requirements. Such module or similar modules are 
found in many e-recruitment systems given the high volumes of applications associated with e-
recruitment. Therefore, many studies espouse the view that e-recruitment serves to provide a 
convenient algorithmic matching service. 
5. E-recruitment as a Proxy: Some studies view e-recruitment as acting on behalf of other entities. The 
view that information technology and those few working closely with it are performing similar tasks 
in organizations is a long held perspective (Jarrahi, 2018), however e-recruitment goes beyond that 
because it has by-products in its functionalities like presenting the image of the company, culture of 
University of Cape Town 
PhD Thesis (2019)     18               Mike Abia 
 
the company, etc. Braddy et al. (2009) examined the effects of website content features on people’s 
perceptions of organizational culture. Their study implies that e-recruitment, especially the IT artefact 
(website) acts on behalf of some corporate image management entity in the organization. While 
Braddy et al. (2009) focussed on website content, Walker et al. (2011) focussed on website 
characteristics for the same. E-recruitment as a Proxy is not surprising because the IT artefact is at the 
centre of e-recruitment and Orlikowski & Iacono (2001) detailed one conceptualization of the IT 
artefact as a proxy. 
2.4 Role of the IT Artefact in E-recruitment 
A number of roles of the IT artefact in e-recruitment are apparent. Four roles were evident through 
analysis of the literature, these being Recruitment Task Processor, Image Portrayal, Security Tool and 
Networking Tool. Descriptions of the roles are given in Table 4, together with articles associated with 
the roles. 
Role of IT Artefact in E-recruitment Description Sample Articles 
1. Recruitment Task Processor The artefact performs recruitment tasks. 
Many of the artefacts are websites with 
backends to respond to and to generate 
queries. 
Bartram (2000); Chiwara et al. (2017); 
Ehrhart et al. (2012); Faliagka et al. 
(2012); Feldman & Klass (2002); 
Garcia-Izquierdo et al. (2010); Jansen et 
al. (2005); Kashi & Zheng (2013); Koch 
et al. (2018); Lee (2007); Llorens 
(2011); Parry & Tyson (2008); Pavon & 
Brown (2010); Selden & Orenstein 
(2011); Smith & Rupp (2004); Smyth et 
al. (2002); Sylva & Mol (2009); Yoon 
Kin Tong (2009)  
2. Image Portrayal Through its characteristics, content, etc 
the artefact portrays an image of itself, 
organization, or any other entity it is 
perceived to represent. 
Braddy et al. (2003); Braddy et al. 
(2009); Ehrhart et al. (2012); Kashi & 
Zheng (2013); Van Hoye & Lievens 
(2007); Walker et al. (2011)  
3. Security Tool The IT artefact plays the role of a 
security tool when it is used to protect 
the privacy and confidentiality of users. 
Feldman & Klass (2002); Vidros et al. 
(2016); Wang & Guo (2012) 
4. Networking Tool Jobseekers and organizations use the IT 
artefact to establish networks. Some 
online artefacts like www.linkedIn.com 
have been enabling the formation and 
use of networks for some time now. 
Koch et al. (2018); Lee (2011) 
Table 4: Roles of the IT Artefact in E-recruitment 
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1. Recruitment Task Processor: Recruitment tasks, including creation of job adverts, and 
identification of suitable candidates are sometimes done using e-recruitment systems (Koch et al., 
2018). One of the tasks detailed in Koch et al. (2018) is personality mining, which they give details 
on. Online application procedures are tasks that e-recruitment has to be part of (Sylva & Mol, 2009). 
Parry & Tyson, (2008) note that websites are used to distribute job advertisements to jobseekers. 
Many stakeholders view the role of the e-recruitment IT artefact as one responsible for processing 
recruitment tasks, however others have different perspectives. 
2. Image Portrayal: Ehrhart et al. (2012) take a broad view to conceptualizing organizational 
image as general impressions of the organization’s attractiveness, and perception of a given 
organization by the public. Kashi & Zheng (2013) note that jobseekers’ impressions of the 
organizational website could create interest in the organization as an employer, while Braddy et al. 
(2009) observe that culture characteristics are portrayed by website content features. Walker et al. 
(2011) view website characteristics as antecedents of the jobseekers’ image of the organization.  
3. Security Tool: E-recruitment systems attract the attention of scammers whose intention is to steal 
personal information, inflict economic damage and harm the reputations of e-recruitment and its 
providers (Vidros et al., 2016). Feldman & Klaas (2002) also point out security of personal 
information as a major issue in e-recruitment. To counter this, some e-recruitment systems are 
incorporating bot detection systems e.g. Captcha to ensure that robots do not compromise their e-
recruitment systems (Vidros et al. 2016).  
4. Networking Tool: Networking is essential in e-recruitment, therefore Lee, (2011) observe that 
online social networking has been incorporated into organizational e-recruiting strategy and is an 
effective method to examine information provided by job candidates, and to head hunt. In the same 
vein Koch et al. (2018) investigate the impact of social media on e-recruitment, and observe that 
LinkedIn was preferred more than Facebook or Twitter in South Africa. Jobseekers provide their 
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details to recruiters and thus become part of the recruiter’s network with the hope that when 
opportunities arise they will be communicated with.  
2.5 Emerging Literature and Evolving E-recruitment 
The continued development of e-recruitment is accompanied by evolution in literature. There are a 
number of recent developments in e-recruitment, and this section discusses three of the ones that are 
gaining traction and the discussion focusses on their nature as presented in literature. The three are: day 
labour recruitment and information technology, digital labour, and crowd sourcing. Although day 
labouring has been in existence in the absence of information technology there are elements in it that 
came with the introduction of information technology. And while day labouring traditionally associates 
with traditional (mostly manual) jobs, digital labouring happens online and is highly associated with 
crowd sourcing in finding tasks and digital labourers.   
2.5.1 Day Labour Recruitment and Information Technology 
The use of information technology in day labouring disrupts the traditional phenomenon of day labour 
recruitment. Traditionally, day labourers congregate at informal pickup points to seek for work for a day 
or part of the day (Schenck, Xipu, & Blaauw, 2012). Studies by Schenck & Blaauw, (2008) and Harmse 
et al. (2009) show that the majority of day labourers are young males below the age of 30 years. In 
Southern Africa, specifically in South Africa Theodore et al. (2015) put the percentage of male day 
labourers at 96%. Day labourers are usually low skilled (Blaauw, Louw, & Schenck, 2006; Theodore et 
al., 2015) and in addition to hazardous and outright dangerous jobs, they get jobs like garbage collection, 
distribution of pamphlets, loading and offloading trucks, shelf packing, etc. (Schenck et al. 2012).  
Schenck et al. (2012) identified pickup points for day labourers at conspicuous locations e.g. along main 
roads, parking areas, street corners and factory gates. Research has shown that it is usually tough to 
compete for jobs at these places and in patriarchal societies (e.g. Namibia) Branch (2007), Ramphele 
(1989), and Wooten and Branch (2012) note that women are usually not afforded equal access to 
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opportunities. Instead woman take up day labour jobs like house-keeping and child-care (Kennedy, 2010) 
that call for the employer’s persistent trust in the day labourer hence house-keeping and child-keeping day 
labourers are not usually picked up at pickup points. Aside from word-of-mouth referrals for jobs 
demanding high levels of trust websites like www.gumtree.co.za, and www.grafternow.com come to 
mind, and day labourers visit them when they can afford it because as Pavon & Brown (2010) note, 
access to the Internet is costly in developing countries, thus only a few day labourers visit websites. On 
the websites, reviews of day labourers by former employers sometimes help potential employers make 
decisions. As highlighted earlier day labourers are likely to be unskilled or semi-skilled, on the other hand 
digital labourers tend to be skilled and they tend to do their work online.  
2.5.2 Digital Labour 
Digital labour is a new phenomenon attracting the attention of industry, commerce, society and scholars 
who generate literature. Fuchs & Sevignani (2013) describe digital labour as the creation of value on 
online platforms by users who engage in online activities. While these users are recruited using several 
means they are sometimes not remunerated, and the lack of remuneration is due to digital labour 
recruiters promoting the misunderstanding that digital labour is not work but fun (Chen, 2014). However, 
in other cases digital labourers are remunerated because they are classic workers who happen to have 
adopted digital labouring in their realm of work (Xia, 2014). Amazon Turk (MTurk) is an example of a 
website that facilitates digital labour by bringing together people and  tools that enable task creation, 
labour recruitment and compensation among other activities. The recruitment of digital labourers and 
acquisition of tasks is done through the process of crowd sourcing.     
2.5.3 Crowd Sourcing 
Carusi et al. (2018) record crowd sourcing as recruiting digital workers and/or communities to share a 
task or tasks. Jarret & Blake (2015) mention that the tasks are also crowd sourced just as the workers. 
Thus one set of a crowd provide digital labourers and another set of the crowd provides tasks (Aris, 
Janom, Arshad, Salleh, & Mastuki, 2013). While crowd sourcing is sometimes event-centric (e.g. 
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response to a disaster) it is usually an ongoing phenomenon (Dittus, Quattrone, & Capra, 2017). Dittus et 
al. (2017) give an example of an earthquake  disaster in Nepal in 2015 when humanitarian teams needed 
updated maps of the disaster area and mapping volunteers were crowd sourced resulting in urgent 
production of the maps. Ongoing crowd sourcing usually involves hiring of digital labourers who are 
remunerated by task providers. As new trends in e-recruitment phenomenon and literature develop, the 
core and conventional aspects of it continue to be adopted by both jobseekers and recruiters.    
2.6 E-recruitment Adoption by Jobseekers and Recruiters 
Adoption of e-recruitment is a key theme in many studies. A number of factors are associated with the 
adoption of e-recruitment by jobseekers and recruiters (Pavon & Brown, 2010). Perceived ease of use, 
performance expectancy, perceived usefulness, perceived privacy risk, and application-specific self-
efficacy and others are factors relevant to the  adoption of e-recruitment information technologies, as seen 




Jobseekers Recruiters Representative Articles from the Sample 
Perceived ease of use 
(Effort Expectancy) 
X X Kashi & Zheng (2013); Yoon Kin Tong (2009) 
Perceived usefulness X X Kashi & Zheng (2013); Yoon Kin Tong (2009) 
Performance 
expectancy 
X X Chiwara et al. (2017); Pavon & Brown (2010); 




X X Pavon & Brown (2010) 
Perceived privacy 
risk 
X X Chiwara (2017); Yoon Kin Tong (2009) 
Trust in Internet (e-
recruitment tool) 
X X Pavon & Brown (2010) 
Application-specific 
self-efficacy 




Kashi & Zheng (2013); Pavon & Brown (2010); 
Yoon Kin Tong (2009) 
Jobseeker income X  Pavon & Brown (2010) 
Newspaper reading 
habits 
X  Pavon & Brown (2010) 




X X Pavon & Brown, (2010) 
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Jobseekers Recruiters Representative Articles from the Sample 
Impressions of 
Website 
X X Kashi & Zheng (2013) 
Impressions of Hiring 
Organization 
X X Kashi & Zheng (2013) 
Table 5: Factors Affecting Adoption of E-recruitment by Jobseekers 
Each of these factors and their implications for e-recruitment adoption will be discussed in turn: 
Perceived Ease of Use (Effort Expectancy): is the extent to which a jobseeker believes the use of an e-
recruitment tool would be free of effort (Kashi & Zheng, 2013). If the jobseeker perceives an e-
recruitment tool as easy to use then the jobseeker is likely to adopt the tool (Kashi & Zheng, 2013). 
Perceived Usefulness: is the extent to which a potential e-recruitment tool user believes that using the 
tool would enhance his or her performance (Yoon Kin Tong, 2009). If the jobseeker perceives the e-
recruitment tool as an enhancement to his/her recruitment tasks then he/she will adopt it (Kashi & Zheng, 
2013). 
Performance Expectancy: This factor is broad in scope, as it includes (is similar to) perceived 
usefulness, and outcome expectations (Pavon & Brown, 2010; Venkatesh, Morris, Davis, & Davis, 2003).  
The jobseeker who expects e-recruitment to perform well for them is likely to adopt e-recruitment 
(Agarwal, Sambamurthy, & Stair, 2000). 
Perceived Privacy Risk: is the extent of privacy risk associated with use of the e-recruitment tool as 
evaluated by the potential adopter (Tong, Duffy, Cross, Tsung, & Yen, 2005). This is closely linked to, if 
not synonymous with, trust (Chiwara et al., 2017; Pavon & Brown, 2010). If the level of perceived risk is 
low potential users of the e-recruitment tool tend to trust and possibly adopt the tool (Chiwara et al., 
2017). 
Trust in E-recruitment: refers to a jobseeker’s measure of faith in the extent to which e-recruitment will 
protect his/her safety, dignity and privacy (Chiwara et al., 2017; Pavon & Brown, 2010). If trust is high 
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the jobseeker is likely to adopt e-recruitment (Chiwara et al., 2017).    
Application-Specific Self-Efficacy: refers to the jobseeker’s perception of his/her proficiency in using e-
recruitment tools; the jobseeker who perceives himself/herself as proficient in the use of e-recruitment 
tools is likely to adopt the tools (Yoon Kin Tong, 2009). Application-specific self-efficacy is part of 
computer self-efficacy, which relates to computer literacy (Dasgupta, Agarwal, Ioannidis, & 
Gopalakrishnan, 1999).  
Behavioural Intention to Use: When the jobseeker’s behavioural intention to use e-recruitment is high 
the possibility of adopting e-recruitment is high (Kashi & Zheng, 2013). There is a high chance that a 
potential information system user who intends to adopt an information system will adopt it (Mathieson, 
1991). 
Jobseeker Income: Expenses associated with using e-recruitment can also determine whether a jobseeker 
adopts e-recruitment or not (Pavon & Brown, 2010). Roos & Jordan (2006) determined that Internet 
usage is dependent on wages and salaries aside from access to Internet gadgets like computers and smart 
phones. Although Roos & Jordan’s (2006) study was based in South Africa, the same can be said about 
Namibia given the two countries’ shared history and ongoing economic and Internet infrastructure 
relations. 
Newspaper Reading Habits: If newspaper reading habits are strong in jobseekers, adoption of e-
recruitment is less likely (Pavon & Brown, 2010). For disseminating information, newspapers are an 
alternative to information technologies and they have been in use for many generations in Southern Africa 
(Nengomasha, Uutoni, & Yule, 2012). Aside from the long-standing relations between newspapers and 
the populace, governments subsidise the price of newspapers under their publishing houses so that as 
many people as possible have access to them. This is not surprising as governments will be trying to 
inform the nation of its programs and other related information through familiar channels like 
newspapers. 
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 Performance Expectancy of Newspaper: Jobseekers will continue using newspapers if the performance 
gained from newspapers is high, otherwise jobseekers may adopt alternative means like e-recruitment 
(Pavon & Brown, 2010). In Namibia, physical newspaper readership has been decreasing over the years 
as an increasing number of people gain Internet access (Remmert, 2019).  
Internet Facilitating Conditions: The jobseeker who has enabling conditions to access the Internet will 
likely adopt e-recruitment (Pavon & Brown, 2010). Thus, if the jobseeker or recruitment agency already 
has access to Internet-enabled devices (e.g. smart phones and computers) and the Internet, then the 
chances of that jobseeker adopting e-recruitment are high. Smart phones are owned by at least 28% of the 
Namibian population (Namibia Statistics Agency, 2017, p. 65) and Remmert (2019, p. 23) notes that at 
least 27.9% of the Namibian population own or have access to a computer, and at least 23.2% have access 
to the Internet. 
Internet Usage Habits: The frequency of Internet use by a jobseeker gives an indication of whether the 
jobseeker will adopt e-recruitment or not (Pavon & Brown, 2010). The Namibia Statistics Agency, (2017, 
p. 66) indicates that in Namibia, at least 19.4% of the population have access to and use the Internet and 
urban areas have a higher percentage, with at least 31.1% of the urban population having access to and 
using the Internet. However, Internet usage alone is not an indication of whether e-recruitment will be 
adopted. 
Impressions of Website: Jobseekers interpret the website as a representation of the recruiting 
organization. If the website gives a good impression, jobseekers are likely to be attracted to the 
organization (Kashi & Zheng, 2013).  
Impressions of Hiring Organization: If jobseekers view the hiring organization favourably then they are 
likely to engage in the recruitment process with the organization (Kashi & Zheng, 2013). Jobseekers’ 
conception of the hiring organization influences whether they will adopt the organization’s e-recruitment 
tools and procedures (Braddy et al., 2003).  
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2.7 Benefits and Challenges in E-recruitment 
In this section I discuss the benefits (Table 6) and challenges (Table 7) in e-recruitment. Jobseekers, 
recruiters and other recruitment stakeholders benefit from e-recruitment (Allden & Harris, 2013; 
Bondarouk et al., 2017; Furtmueller, Wilderom, & Tate, 2011; Girard & Fallery, 2009; Hogan, 2017; 
Kinder, 2000; Melanthiou, Pavlou, & Constantinou, 2015; Parry & Wilson, 2009; Pavon & Brown, 2010; 
Wolfswinkel et al., 2010). E-recruitment improves efficiency of several activities in the recruitment 
process (Furtmueller et al., 2011; Lee, 2007). Substantial financial and time savings result from using e-
recruitment when compared with using traditional recruitment (Cappelli, 2001; Faliagka et al., 2014; 
Freeman, 2002; Lievens & Harris, 2003; Sylva & Mol, 2009). E-recruitment tools support jobseekers’ 
efficiency in their job searches and are available at any time of the day (Van Rooy, Alonso, & Fairchild, 
2003), as well as improving staffing efficiency for organizations (Maurer & Cook, 2011; Ployhart, 2006; 
Thomas & Ray, 2000). There is flexibility associated with e-recruitment in that jobseekers can apply at 
anytime from anywhere (Melanthiou et al., 2015). Recruiters are able to increase their reach in search of 
employees (Thomas & Ray, 2000). E-recruiting decentralises the recruiting function for both the 
jobseekers and recruiters, which means more recruitment participants will be able to be part of the 
recruitment process (Cappelli, 2001; Sylva & Mol, 2009). Information asymmetry between jobseeker and 
recruiter is reduced or eliminated in e-recruitment; the jobseeker becomes more knowledgeable about the 
recruiter and the recruiter can get as much information about the jobseeker as necessary (Lee, 2011). 
Added to benefits of conventional e-recruitment tools are benefits to the diligent use of social networking 
sites (Broughton, Foley, Ledermaier, & Cox, 2013), even though there are incumbent risks as outlined in 
the section above. By using social networking websites and tools, recruiters may be able to avoid hiring 
job seekers with deviant behaviour (Vicknair, Elkersh, Yancey, & Budden, 2010) and jobseekers are able 
to avoid recruiters with less favourable profiles (Ram, 1992; Skarlicki, Barclay, & Pugh, 2008). The use 
of properly designed e-recruitment tools can eliminate undesirable human factors like bias, discrimination 
and prejudice in the recruitment process, and such use leaves a detailed audit trail for future reference 
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(Phillips, 2007).   
African economies are blighted by corruption (Asiedu & Freeman, 2009), which does not spare e-
recruitment (Brunetti & Weder, 2003). In recruitment an organizational setting, with low internal controls 
and external controls are direct determinants of corruption and “an important aspect of internal control is 
whether the recruitment and promotion process in the bureaucracy is based on meritocracy or on 
nepotism.”  (Brunetti & Weder, 2003, p. 1803). Corruption in Africa can be perpetuated by the “power of 
moral norm” (what people view as normal), and the low risk of punishment for corrupt activities (Sassi & 
Ben Ali, 2017, p. 663). While information technology use can perpetuate corruption (Charoensukmongkol 
& Moqbel, 2014), it can also help in combating corruption by providing a mechanism to report 
administrative issues including corrupt activities (Sassi & Ben Ali, 2017). 
Theme Description References 
Cost Discussion on cost 
benefits of e-
recruitment 
Kinder (2000); Lee (2007); Lee (2011); Parry & Tyson 
(2008); Parry & Wilson (2009); Pavon & Brown 
(2010); Thomas & Ray (2000) 
Competitive Advantage Discussion on 
competitive advantage 
of e-recruitment 
Kinder (2000); Lee (2011); Parry & Tyson (2008); 
Parry & Wilson (2009); Pavon & Brown (2010); 
Reddy & Mamatha (2017); Thomas & Ray 
(2000) 
Efficiency Discussion on 
efficiency of e-
recruitment 
Kinder (2000); Lee,(2007); Lee (2011); Parry & 
Tyson (2008); Parry & Wilson (2009); Pavon & 
Brown (2010); Thomas & Ray (2000); Van Rooy 
et al. (2003) 
Effectiveness Discussion on 
efficiency of e-
recruitment 
Kinder (2000); Lee (2007); Lee (2011); Parry & 
Tyson (2008); Parry & Wilson (2009); Pavon & 
Brown (2010); Van Rooy et al. (2003) 
Freedom (Unboundedness) Discussion on freedom 
benefits of e-
recruitment 
Parry & Wilson (2009);  
Feel (Pleasantness) Discussion on 
beneficial feelings 
resulting from use of e-
recruitment 
Kinder (2000); Lee (2007); Parry & Tyson 
(2008); Pavon & Brown (2010) 
Table 6: Benefits of E-recruitment 
E-recruitment is not a recruitment panacea, as it comes with a number of challenges to the recruitment 
process (Thomas & Ray, 2000). These challenges occur very often despite ways and means devised to 
mitigate or eradicate them. 
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Challenge Description Reference(s) 
Privacy and Security Concerns on privacy and security in e-
recruitment 
Hogler et al. (1998); Smith & Rupp 
(2004); Vidros et al. (2016) 
Lack of Information Technology Skills Skills to use or develop e-recruitment 
information technologies are not always 
available 
Fountain (2005); Smith & Rupp (2004) 
Quality of Information Technologies Concerns and doubts on whether 
information technologies can handle all 
recruitment tasks 
Smith & Rupp (2004) 
Concerns on Fairness of e-recruitment Concerns on possibility of unfair 
treatment of some stakeholders in e-
recruitment 
Hogler et al. (1998); Smith & Rupp 
(2004) 
Table 7: Challenges in E-recruitment 
Among e-recruitment challenges is its unavailability in some geographic places (Pfieffelmann et al., 
2010). Seminerio (2001) notes that jobseekers and recruiters who are information technology literate are 
the only ones who can make direct use of e-recruitment. If the relevant labour market is local, e-
recruitment may be an overkill if it lacks geographical targeting, and information is made available to 
geographic locales where it is not useful (Thomas & Ray, 2000, p. 45).  
Information technologies used in e-recruitment cannot stop information overload (Lang, Laumer, Maier, 
& Eckhardt, 2011) or unsuitable candidates or unsuitable recruiters from congesting the e-recruitment 
process (Cappelli, 2001; Faliagka et al., 2014; Lee, 2011; Pfieffelmann et al., 2010; Thomas & Ray, 
2000). As speed is of essence to the recruitment process, a large pool of applicants means time will be 
wasted filtering for suitable applicants and filtering for relevant information. 
Brazelton & Gorry (2003); and Sylva & Mol (2009) note that e-recruitment may come with perceived 
violations of ethics, rights or cultures, because of e-recruitment’s insensitivity to human feelings. Due to 
the varied cultures involved in e-recruitment it is not surprising that some of the information requested on 
online job application forms potentially leads to discrimination, unfairness, intrusiveness and violation of 
applicants’ privacy (García‐Izquierdo et al., 2010, pp. 432–433). Discrimination accusations may be 
levelled against recruiters by jobseekers with no access to social networking sites should such sites be 
used to advertise job vacancies and to search for jobseeker details for purposes of recruitment (Boşcai, 
2015; Brown & Vaughn, 2011; Clark & Roberts, 2010; Davison, Maraist, & Bing, 2011). On the other 
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hand, recruiters argue that by seeking more information about candidates on social networking sites they 
are trying to reduce the risk of recruiting an unsuitable candidate based on false information provided in 
formal job application documents (Kinder, 2000; Melanthiou et al., 2015; Vicknair et al., 2010; 
Williamson et al., 2010). Legal issues also arise when recruitment participants feel or observe that 
software involved in the e-recruitment process discriminates against them (Glick, Zion, & Nelson, 1988; 
Hogler et al., 1998). Clark & Roberts (2010) and Davison et al. (2011) note that ethical issues can surface, 
for instance when recruiters use a candidate’s information on social networking sites (commonly 
considered private) to aid their decision on whether to recruit the candidate or not. “As the process of 
finding and screening applicants becomes ever more automated, the danger of inadvertently using 
inappropriate criteria grows” (Cappelli, 2001, p. 144). 
Faliagka et al. (2012) notes that e-recruitment is further complicated by the variety of e-recruitment tools 
available and being developed, because the abundance of tools consumes the stakeholders’ time as they 
choose the right tool. Information technologies on which the tools are built are changing rapidly and there 
are rapid shifts in recruitment practice (Sylva & Mol, 2009). The emergence of new recruitment settings 
e.g. e-recruitment, which continuously evolves makes it essential to continuously research on recruitment.  
2.8 Characteristics of E-Recruitment Literature 
This section discusses three characteristics of the e-recruitment literature pertinent to this tudy. These are 
(1) the status of published literature reviews on e-recruitment, (2) models and frameworks on e-
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2.8.1 Published Literature Reviews 
I found four literature review articles on recruitment as detailed in Table 8. 
Literature 
Review ID 
Title/Focus of Literature Review Description of Literature Review Article Details 
L1 Reflecting on E-Recruiting 
Research Using Grounded Theory. 
45 articles were selected for this 
review. Perspectives taken in the 
articles were identified. Articles that 
presented perspectives of the 
jobseekers, recruiters, organization and 
other were 19,1,12 and 10 respectively. 
The other articles had perspectives of 
at least 2 stakeholders. 
Wolfswinkel et al., (2010) 
L2 Current Trends in Employee 
Recruitment Using the Internet 
7 major services for applicants were 
identified, namely: general job board 
service, advanced job board service, 
advanced job search services, social 
and business network services, mobile 
services, advanced content and web 2.0 
services, notification services and lead 
user services. 
Furtmueller, (2013) 
L3 Drivers, Challenges and 
Consequences of E-recruiting: A 
Literature Review 
A sample of 23 articles was used to 
identify 14 drivers, 15 challenges and 
9 consequences of implementing and 
using e-recruitment. 
Lang et al.,  (2011) 
L4 On the Untapped Value of e-HRM: 
A Literature Review 
Research papers published from 
January 1990 to September 2013 were 
considered. 250 articles were selected 
from 76 journals. Review focuses on  
impact of Human Resource 
Management (HRM) on IT. 7 
functional  categories were identified, 
namely general, planning, staffing, 
recruiting, development, motivation 
and administration. 
Wirtky et al. (2016) 
Table 8: Literature Review Articles in E-recruitment 
Sources L1, L2, and L3 were from Proceedings of the 18th European Conference on Information Systems; 
Proceedings of 4th International Conference, ICSOB 2013, Potsdam, Germany, June 11-14, 2013; and  
Proceedings of the 49th SIGMIS Annual Conference on Computer Personnel Research respectively. It is 
noticeable in the findings that literature review articles on e-recruitment are mostly in conference papers 
and are sparse [I note that Wolfswinkel, (2009) is an earlier version of Wolfswinkel et al., (2010), hence it 
was excluded from this selection]. L4 was sourced from the Communications of the Association for 
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Information Systems journal. 1The contents of this thesis chapter may serve as the basis for an additional 
published literature review on e-recruitment. 
2.8.2 Models and Frameworks on E-Recruitment 
I identified an article by Lee, (2011) for proposing a E-recruitment model, and two articles by Llorens  
(2011), and Wang & Guo, (2012) for proposing frameworks for E-recruitment. Lee’s (2011) e-
recruitment integration decision model recognises that even though e-recruiting is widely implemented by 
organizations, its benefits are not always realized without the integration of interdependent processes, 
because inefficient bottleneck activities have a tendency to delay the entire recruiting process. Although 
e-recruiting technologies make it relatively easy to improve the recruiting setup process, it is complicated 
to coordinate the entire recruiting process. Thus the need for a e-recruitment integration decision model as 
detailed by Lee (2011) and Lee (2005). 
Llorens (2011) proposed a typological framework of e-recruitment adoption and its impact. The 
framework points out that as the technical competency of jobseekers increases and organizational status 
gets high then adoption of e-recruitment becomes robust and the quality of the applicant pool improves. 
Details of the framework are presented by Llorens, (2011, pp. 413–415). 
Wang & Guo, (2012) proposed a framework that uses recruitment information to assist in making 
decisions and to identify fraud in appraisal of enterprise performance. It needs to be noted that this 
framework uses e-recruitment information in decision making and emphasises that e-recruitment 
information can be used for evaluating a company’s performance and to identify fraudulent companies. 
While these articles present a model and frameworks related to, or involving e-recruitment, there are 
many aspects to e-recruitment and many areas of it needing understanding, hence a need for theory 
development studies in e-recruitment. 
 
1 Subsequently published as: 
Abia M. & Brown I. (2020) Conceptualizations of E-recruitment: A Literature Review and Analysis. In: Hattingh M., Matthee M., Smuts 
H., Pappas I., Dwivedi Y., Mäntymäki M. (eds) Responsible Design, Implementation and Use of Information and Communication 
Technology. I3E 2020. Lecture Notes in Computer Science, vol 12067. Springer, Cham 
University of Cape Town 
PhD Thesis (2019)     32               Mike Abia 
 
2.8.3 Studies Focussing on Multiple Stakeholders 
Many studies in e-recruitment focus on one stakeholder e.g. jobseeker, organization, government, etc. The 
majority of the studies focus on organizations. Table 9 gives the stakeholder focused on and studies 
associated with the focus.  
Article Focus Number of 
Articles 
Articles Comments 
Jobseeker 14 Braddy et al., (2003); Braddy et al., (2009); 
Chiwara et al., (2017); Ehrhart et al., (2012); 
Faliagka et al., (2012); Feldman & Klaas, 
(2002); Hogler et., (1998); Jansen et al., 
(2005); Kashi & Zheng, (2013); Pavon & 
Brown, (2010); Smith & Rupp, (2004); Sylva 
& Mol, (2009); Walker et al., (2011); Yoon 
Kin Tong, (2009) 
Jobseekers were the main focus in these 
studies 
Organization 3 García-Izquierdo et al., (2010); Van Hoye & 
Lievens, (2007); Wang & Guo, (2012) 
These studies focussed on corporate 
organizations. 







1 Parry & Tyson, (2008) 
• Parry & Tyson, (2008) 
Jobseekers and corporate organizations 
were the focus of this study. 
Other (Single Entity) 5 Bartram, (2000); Lee, (2007); Lee, (2011); 
Smyth et al., (2002); Vidros et al., (2016) 
Bartram, (2000) discussed security, 
confidentiality and other issues in e-
recruitment. Lee, (2007) focussed on an 
architecture for a holistic e-recruitment 
system. .An e-recruiting integration 
decision model was the outcome of Lee, 
(2011). Vidros et al., (2016) investigated 
security issues in e-recruitment. 
Table 9: Focus of Articles in the Sample 
Table 9 shows that only Parry & Tyson’s (2008) study focused on multiple stakeholders by focusing on 
jobseekers, organizations and e-recruitment providers. This study provided insight into the success of e-
recruitment in the UK. In e-recruitment, multiple stakeholders are involved and the expectation is that 
more studies would involve multiple stakeholders. This thesis attempts an investigation of multiple 
stakeholders (job-seekers and e-recruitment providers). 
2.9 Summary of the Chapter 
This chapter aimed at contextualizing the study and started with an introduction to the chapter, that was 
followed by: Purpose of the Literature Review in Classic-GTM, Identifying and Conceptualisation of E-
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recruitment, Role of the IT Artefact in E-recruitment, Emerging Literature and Evolving E-recruitment, 
E-recruitment Adoption by Jobseekers and Recruitment Agencies, Benefits and Challenges in E-
recruitment, Characteristics of E-Recruitment Literature relevan to this study, and a Summary of the 
Chapter. Having contextualized the study in this chapter,  the next chapter details the research 
methodology. 
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CHAPTER 3: RESEARCH METHODOLOGY 
3.1 Introduction 
This chapter aims at describing and explaining the philosophy, methods and procedures used in the study 
and starts with an introduction to the chapter, that is followed by explaining the interpretive philosophical 
position adopted in the study. After arguing for the adoption of the interpretive philosophical position, 
reasons for adopting classic-GTM are presented and then methods for data collection and analysis are 
presented. Following these the chapter presents artefacts of classic-GTM approach. Potential 
controversies with classic-GTM are discussed, followed by details of data collection on jobseekers and 
recruitment agencies. Subsequent sections discuss Data Analysis, Ascertaining Quality of the GTM 
Process, Ehics and Summary of the Chapter. 
3.2 Interpretive Philosophical Position 
The two philosophical paradigms used often in IS research are positivism and interpretivism (Gregor, 
2006). The choice between positivism and interpretivism is important for IS researchers as choosing 
either defines underlying assumptions in a study (Walsham, 1995, p. 376).  
3.2.1 Rationale for Adopting Interpretive Philosophical Position 
The reasons for choosing an interpretive philosophical paradigm for this study are that assumptions made 
in this study coincide with those espoused in the interpretive philosophy as shown in Table 10. GTM does 
not have any inherent paradigm, hence can accommodate all known philosophical paradigms (Glaser, 
1978). Table 10 shows the match between assumptions in this research, assumptions in the interpretive 
philosophical paradigm and tenets of GTM.  
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Assumptions in this Research Principles/Assumptions 
Espoused in the Interpretive 
Philosophical Paradigm 
Assertion(s) in GTM  
A grounded theory for e-recruitment 
exists in e-recruitment. 
Principle of contextualisation, principle 
of abstraction and generalisation (Klein 
& Myers, 1999). Interpretivists dismiss 
the notion that all social phenomena are 
comprehensively describable and 
comprehensible “by referring to an 
observer-independent reality” (Klein & 
Myers, 1999, p. 2). 
There is a grounded theory for every 
phenomenon.  
The researcher does not have prior 
conceptions about perspectives of 
jobseekers and recruitment agencies on 
e-recruitment.  
Principle of contextualisation, principle 
of abstraction and generalisation (Klein 
& Myers, 1999). Interpretive research in 
IS assumes that people in a substantive 
area are the creators of meaning in their 
interaction with the world around them 
(Krepapa & Berthon, 2003; Orlikowski 
& Baroudi, 1991; Walsham, 1995). 
No researcher preconceptions (Glaser, 
2013) 
Jobseekers’ and recruitment agencies’ 
thoughts and actions in relation to e-
recruitment are understood from their 
collective perspectives.   
Principle of the hermeneutic circle, 
principle of contextualisation, principle 
of abstraction and generalisation (Klein 
& Myers, 1999). An interpretive 
approach assumes relativistic and shared 
view of phenomena where a non-
deterministic perspective is evident 
(Orlikowski & Baroudi, 1991). 
Therefore, scientific knowledge is 
obtained by understanding human and 
social interactions that give meaning to 
components of the phenomenon (Klein 
& Myers, 1999; Walsham, 1995). 
All is data and GTM enables the 
development of theory from 
interpretation of data (Glaser, 1978, 
1998). 
Table 10: Rationale for Selecting Interpretive Philosophical Paradigm 
The assumptions captured in Table 10 show that there is corroboration between assumptions in this 
research, the interpretive philosophical paradigm and GTM. This corroboration provides rationale for 
adopting an interpretive philosophical paradigm in this research. 
3.2.2 Approaches to Interpretation 
Interpretation can be originalist (see Section 3.2.2.1) or non-originalist (see Section 3.2.2.2). This section 
examines both approaches to interpretation as presented in literature. This research adopted the originalist  
stance to interpretation, because the research relied on making meaning of the data to understand the 
phenomenon of e-recruitment.  
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3.2.2.1 Originalist Interpretation 
In legal studies (law), originalism is a way to interpret where the interpreter considers meaning stable 
from the time of establishment (Colby & Smith, 2009; Nelson, 2003; Siegel, 2008). Although originalists 
focus on the interpretation of text of law, I explain originalism and its associated sources of meaning (i.e. 
intent theory and original theory) in the context of this study. Originalists adopt either original intent 
theory or original meaning theory; where original intent theory stipulates that interpretation should be 
consistent with the creators’ semantic intention, while original meaning theory stipulates that originalists 
base meaning on what reasonable persons living at the time of creation of the object of interpretation 
would understand the subject of interpretation. 
Critics point out difficulties in knowing the intents of the creators of the interpreted text (Barnett, 2006) or 
in this case, the enactors of the behaviours studied. In this study, the temporal proximity of the creators of 
the texts I interpreted and behaviours I observed allowed me to seek clarity on intents from the creators of 
the text and acts of the behaviours, however I still question if clarification given later (no matter how soon 
‘later’ is) would reflect intents at the time of creation. In the face of a number of indeterminacies (Nelson, 
2003), originalism is not the answer on its own. 
3.2.2.2 Non-Originalist Interpretation 
Non-originalism is an interpretive stance where interpretation goes beyond “what any group of persons 
thought or intended” (Brown, 2003, p. 69). “…most non-originalists treat the original meaning as the 
starting point for any interpretive inquiry, but are willing to look elsewhere—to history, precedent, 
structure, and policy, among others” (Smith, 2011, p. 707). This leads to the conclusion that both 
originalism and non-originalism have concern for how people assign meaning to behaviours. 
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3.3 Grounded Theory Methodology 
This study aim was to inductively develop a substantive theory from empirical data on jobseekers and 
recruitment agencies, therefore GTM was selected as a suitable research methodology  (Glaser, 1978, 
1998; Glaser & Strauss, 1967). GTM is one of many inductive approaches (Glaser & Strauss, 1967, p. 
225; Smith, 2015) induction being an approach that allows reasoning from detailed facts to general 
principles (Bussey, 1917; Feigl, 1934; Popper, 2005). GTM can result in the development of new theory 
and understanding in areas where such theories and understanding are needed (Hood, 2007, p. 155), 
which is the case in Namibia’s e-recruitment environment. Approximately 23.2% of the Namibian 
population owns or has access to an Internet connection (Remmert, 2019)  and usage of the Internet in e-
recruitment needs understanding given its uniqueness. 
GTM is by nature flexible in relating to philosophical paradigms (Glaser, 1978) including the interpretive 
philosophical paradigm adopted in this study. In addition to flexibility, this study needs to have freedom 
to be creative, original and autonomous and GTM allows researchers to coin their own concepts as 
dictated by the substantive area of study. This freedom allows for lasting contributions in a field of study 
and such contributions may be in the form of theory in response to Bondarouk et al.’s, (2017) call for 
theorising on the various e-HRM aspects. 
Principles and procedures guide the GTM researcher to understand the researched phenomenon, and 
researchers perform GTM procedures in support of the principles of GTM (Glaser, 1998). Vital principles 
and procedures of GTM are the principle of emergence, principle of theoretical sampling, principle of 
constant comparison, coding, memoing and theoretical saturation (Glaser, 1978, 1992, 1998; Glaser & 
Strauss, 1967; Matavire & Brown, 2013). These intertwining and iterative principles and procedures are 
explained in detail in the following sections as they are applied in this GTM study. The extent and manner 
of application of the principles and procedures in a study’s GTM approach depends on the GTM approach 
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used (Matavire & Brown, 2013). This study adopts the classic-GTM approach and I discuss how its 
principles and procedures are used in this study. 
3.3.1 Classic-Grounded Theory Methodology (Classic-GTM) 
Matavire & Brown, (2013) identified four approaches to GTM use in Information Systems literature, 
namely, classic-GTM, evolved-GTM, the analytical approach to using GTM and the mixed method 
approach. The characteristics of each of the approaches are summarised in Table 11. Constructivist-GTM 
(Charmaz, 2006, 2009) could be considered as either an additional approach, or as an extension of 
evolved-GTM. Classic-GTM was introduced by Glaser & Strauss, (1967) and subsequently expounded by 
Glaser (1978, 1992, 1998) and others.  
Approach GTM 
principles 











Viewed as one 




(1992); Glaser & 
Strauss, (1967);  
and other works 










used as a 
sensitising 
device 
Recommended Strauss and Corbin, 
(1998). There could 
be references to 
Glaser’s works 
Analytical Not necessarily Any or all 
used 
Often used Sometimes 
used 












Eisenhardt, (1989);  
Mingers, (2001) or 
any work claiming 




Table 11: Approaches to GTM (Matavire and Brown, 2013 p. 124) 
Classic-GTM and evolved-GTM (Strauss & Corbin, 1998) are the main GTM approaches and while 
classic-GTM is mainly conceptual, evolved-GTM is descriptive (Birks, Fernandez, Levina, & Nasirin, 
2013; Duchscher & Morgan, 2004; Seidel & Urquhart, 2013). Classic-GTM is identifiable by its use of 
three coding procedures, namely open coding, selective coding and theoretical coding, while evolved-
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GTM is identifiable by its acceptance of a quartet of coding procedures (open coding, axial coding, 
selective coding and coding for process) (Matavire & Brown, 2013; Strauss & Corbin, 1998). This study 
goes beyond description and explains behaviour of jobseekers and recruitment agencies in resolving the 
main concern in e-recruitment, therefore classic-GTM is suitable. Figure 2 shows the process followed in 
applying classic-GTM. The symbols used in Figure 2 are explained in the Key to classic-GTM Research 
Process Depiction Diagram section of the diagram, and the same symbols will appear in other diagrams 
in the document. All sympols in the diagram have retain the standard meanings they are known to have in 
a flowchart. 
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Figure 2: The classic-GTM Research Process 
The other two GTM approaches are the analytical approach and the mixed method approach. The 
analytical approach is identifiable by the use of GTM procedures at the analysis stage of a study with little 
or no GTM principles evident prior to the data analysis phase and no theory development goal, while the 
mixed method approach combines elements of GTM with elements of other methodologies (Matavire & 
Brown, 2013). Weighed against the two, classic-GTM is a viable choice for this study because of its 
strong emphasis on emergence, theory development and concept-centricity.  
Charmaz, (2006, 2008, 2009) defined an approach to GTM called constructivist-GTM. It is based on the 
following assumptions: (1) reality is multiple, arises from interactive process, and is constructed under 
Key to Classic-GTM Research Process Depiction Diagram 
Shows possible return to process  
pointed to. 
Connector: Used to connect  




Text Input/Output symbol 
Text Process symbol 
Text Decision symbol 
Text Start/Stop symbol 
Entity from which the arrow starts  
feeds into entity pointed to by arrow. 
Represents an arrow line skipping 
over another. 
Entity from which the arrow starts  
has result described/named in the 
text of the entity pointed to by 
arrow. 
Entity from which the arrow starts 
is followed by entity pointed to by 
arrow. 
Entity furthest from diamond arrow-
head has result described/named in the 
text of the entity touched by the 
diamond arrow-head. And entity 
touched by diamond arrow-head feeds 
into entity touched by sharp line 
arrow-head. 
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specific conditions; (2) the research process is a result of inter-action; (3) it takes into account the position 
of the researcher(s) as well as that of the research participant(s); (4) there is co-construction of data by the 
researcher and the researched, thus data are a product of the research process, not simply observed objects 
of it (Charmaz, 2008, p. 402). In this study it is assumed that researchers have no part in creating data, but 
collect data on the jobseekers and recruitment agencies for conceptual abstraction and generalisation 
(Klein & Myers, 1999), hence classic-GTM is more suitable for this study than constructivist-GTM. 
3.4 Artefacts of Classic-GTM 
When classic-GTM is used, there are a number of artefacts, including data, open codes, categories, 
selective codes, memos and the grounded theory itself, as shown in Figure 2. Processes resulting in the 
artefacts (also shown in Figure 2) are discussed in subsequent sections.  
3.4.1 Data, Codes, Categories, Memos and the Grounded Theory 
Data: Data is the raw material coming from the process of data collection. There are five types of data 
described by Glaser (1998, p. 138, 2011, p. 67) namely baseline data, interpreted data, properline data, 
vague data and conceptual data. Baseline data is descriptive and participants give baseline data when they 
describe their area and action. Interpreted data is descriptive of what is going on in a way that deliberates 
on shaping the view of a participant’s area and actions. Properline data is collected, and provides an 
understanding of what participants view as proper about the phenomenon being studied. Vague data is 
data presented in an imprecise, fragmented, incomplete or obscure form. Conceptual data comes, as 
expected of it, with jargon prevalent in the phenomenon being studied (Glaser, 1998). These different 
types of data were not deliberately targeted, but awareness of the different types directed the way 
collected was analysed.  
One perspective on classic-GTM data that other research methodologies view as unconventional is the 
“all is data” mantra. “In short, GT recognizes only an abstract conceptualization of whatever data pattern 
is generated by a researcher. Most GTM today uses interviews with observations. This type of data is the 
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focus of affirmations of interpretation and, constructivism, subjective and objective thoughts by QDA 
(Qualitative Data Analysis) researchers critiquing GTM. However, it is all data to the GTM researcher to 
constantly compare in the search for patterns about what is going on” (Glaser, 2011, p. 67). Although 
every effort is made to obtain valid and in many cases objective data by GTM researchers, “there is in 
GTM no claim of objectivity, no claim of accurate description, there is just a claim of abstractions based 
on whatever data there is” (Glaser, 2011, p. 67). The rationale for not claiming for the objectivity of the 
data can be extended further by noting that interviews and other means of data acquisition are not perfect 
to the point of always producing indisputable data. Thus GTM researchers view all abstractable material 
as data, and the process of abstraction results in codes and other artefacts from analysis of data. 
Open Codes: These are the nascent artefacts of the process of abstraction of the data. Open codes are a 
result of open coding or in a different phrase “running the data open” (Glaser, 1978, p. 56). In general, 
“the code gives the researcher a condensed, abstract view with scope of the data that includes seemingly 
disparate phenomenon” (Glaser, 1978, p. 55). Constant comparison enables the coding process as 
emerging concepts are compared to other emerging concepts, and existing concepts. Codes can be 
substantive or theoretical.  
Substantive Codes and Theoretical Codes: Substantive codes and theoretical codes are two types of 
codes exposed by the practice of classic-GTM. While substantive codes capture the empirical substance 
of the area of study, theoretical codes conceptualise the relationships that may hold between substantive 
codes in the formation of a theory (Glaser, 1978, p. 55). Classic-GTM researchers understand theoretical 
codes as implicitly conceptualising how substantive codes will relate to each other in the formation of a 
theory to account for the resolution of the main concern (Glaser, 1998, p. 163). 
Categories: A category is a set of codes sharing similar attributes. “A category captures the underlying 
patterns in the data” (Glaser, 1998, p. 135). Glaser (1998) further notes that every category has properties 
that are concepts about the category. Categories have conceptual levels, with the highest being the core 
University of Cape Town 
PhD Thesis (2019)     44               Mike Abia 
 
category (see section 3.4.2) followed by sub-core categories and then categories for theoretical 
completeness. Section 3.4.2 explains the core category and gives criteria for identifying it and other 
categories at other conceptual levels. At some point open coding which produces codes and their 
categories comes to an end and selective coding begins. 
Selective Codes: Selective codes are chosen from the large set of categories generated during open 
coding. After identifying a potential core category from the ones that emerged from open coding, 
selective codes are related to the core category (Glaser, 1978, p. 61). The logic of having selective codes 
is to delimit data collection and theoretical sampling in such a way that the two processes serve the 
emerging theory.  As categories develop around the core category, memos become more focussed on the 
selected categories and the developing theory (Glaser, 1978, 1998, 2014). 
Memos: Glaser (1978, p. 83) states that “memos are the theorising write-up of ideas about codes and their 
relationships as they strike the analyst while coding.” After years of classic-GTM practice and experience 
Glaser (2014, p. 143) added that memos can also happen while collecting and analysing data and during 
memoing. Memos help guide theoretical sampling, and aid in capturing and tracking the emerging theory. 
After their maturity and saturation memos are sorted and used to do the write-up (Glaser, 2014, p. 143). 
Memos provide the means for integration of all into a grounded theory. 
Grounded Theory: is the ultimate outcome of a classic-GTM study that explains the phenomenon and 
represents how participants in a study resolve their main problem (main concern). Chapter 6 in this study 
gives details on the grounded theory that emerged in this study. The theory from classic-GTM is a 
substantive theory because it is located in a structural unit, however Glaser (1998, p. 137) asserts that 
through logic and experience, the theory goes beyond the temporal and space boundaries of this unit and 
covers in relevancy units similar to the one from which it is developed. The name of the theory is usually 
borne of the core category, however this is not a rule but a norm in classic-GTM studies. 
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3.4.2 Main Concern and Core Category: Classic-GTM Meeting Research Objectives 
The rational for adopting classic-GTM for this study is that it fulfils the objectives of the study mentioned 
in Chapter 1, which are: 1) to identify the main concern of jobseekers and recruitment agencies in e-
recruitment in Namibia and 2) to understand how the concern is processed and resolved by jobseekers and 
recruitment agencies. After making this claim for classic-GTM for the study it is necessary to detail  how 
it fulfils the objectives. 
While the idea of the main concern mentioned in the first objective is self-explanatory, there is value in 
detailing it from the perspective of classic-GTM. The main concern is the problem faced by people in the 
phenomenon the researcher is studying (Glaser, 1978). The question leading to the researcher wanting to 
find the main concern is, “What is the basic social psychological problem faced by participants in the 
action scene?” (Glaser, 1978, p. 57). Glaser (2015) also refers to the main concern as the core problem (p. 
9). The researcher discovers the main concern through what the data provides in response to the general 
questions; “What is happening here?” (Glaser, 1998) and “What is this data a study of?” (Glaser, 1978, p. 
57). The more direct question is “What is the participant’s main concern?” (Glaser, 1998, p. 140). The 
participants’ ways of trying to resolve the main concern bring out the core category (Glaser, 2014, pp. 73–
74).  
The core category (core variable) captures the continual resolution of the main concern (Glaser, 1998, p. 
115). A core category “can be any kind of theoretical code: a process, a typology, a continuum, a range, 
dimensions, conditions, consequences, and so forth.” (Holton, 2010 p. 29). The core category is a 
category that reflects what is going on in the substantive area in resolving the main concern (Glaser, 
1978). In addition to functions common to all categories, the core category relates to all other categories 
relevant to the developing theory in the phenomenon (Glaser, 1998, 1978). It focuses on explaining how 
the main concern is processed or resolved hence it becomes the centre of further selective data collection 
and coding (Holton, 2010). 
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In determining the core category potential core categories must be noted and labelled as soon as they 
emerge so that the analyst can associate them with emerging codes (Glaser, 1978). A research study needs 
a means to separate the core category from other categories. Glaser (1978, p. 95-96) provides such means 
in the form of a checklist of the imperative characteristics of a core category: The characteristics are: 
centrality, recurrence, saturation time, relations with other categories, implications for formal theory, 
carry through, variability, recursion, prevention, and deception, which are described in Table 12. 
 Characteristic Description 
1 Centrality The core category needs to relate to as many categories as possible in the 
study, ideally it must relate to all categories in the study. The core category 
must be the category that relates to more categories in the study than any other 
category. The centrality pre-requisite indicates that the core category must 
account for most of the variation in the behaviour of participants in the study. 
2 Recurrence The core category has to have the most frequent recurrence in the data. The 
core category frequently recurs in data, which is evidence of it being a stable 
pattern rampant in the data, and it will relate to other categories because it 
exists with them in the same piece of data. 
3 Saturation Time The core category takes the longest to saturate because it is the prevalent and 
dominant pattern in the data. 
4 Relations with other categories Meaningful and easy relations with other categories are indications that a 
category is a core category. The relations have to ease into being without 
forcing. 
5 Implications for formal theory The core category has to be logically inviting to the development of formal 
theory. 
6 Carry through The core category allows data analysis to continue because of its relevancy. 
The core category must have enough explanatory power to let the analyst 
complete the analysis without hitting dead-ends. 
7 Variability The core category is malleable. Condition can easily vary the core category 
without making it loose its core explanatory powers. 
8 Recursion The core category explains why it is a solution to the problem. The core 
category explains itself. 
9 Prevention The criteria presented thus far prevent the derivation of core category from 
sources other than the data being analysed e.g. deductive, logical elaboration. 
10 Deception The core category emerges when the analyst avoids preconceived logical 
reasoning which is alien to the data. 
Table 12: Characteristics of a Core Category (Glaser, 1978, p. 95-96) 
While classic-GTM leads to the main concern and the core variables, there are controversies surrounding 
some of its aspects. 
3.5 Potential Controversies with Classic-GTM 
Classic-GTM does not follow the norm generally accepted in other research methodologies and a number 
of its aspects are subjected scrutiny and/or criticism by researchers from other methodological disciplines. 
University of Cape Town 
PhD Thesis (2019)     47               Mike Abia 
 
Some aspects of classic-GTM that have attracted scrutiny and invited controversy are: nature of research 
question, essence of a literature review, logic of not tapping or verbatim recording of interviews, and 
nature of findings. 
3.5.1 Nature of Research Question (The Problem) in Classic-GTM 
Classic-GTM studies let the research question emerge as the study is done, thus at the beginning of the 
study there is no preconceived, narrowly-focused research question, but a more open, general question. 
The argument put forward by researchers in classic-GTM including Glaser (1998, p. 115) is that the 
preconceived problem which normally leads to research in other methodologies is “of interest to the 
profession or some professional, is often not there and if there, not of great concern to the participants in 
the substantive area.” Further, “the professional problem is usually based on pet categories (e.g. self-
image) and pet interests. It usually is irrelevant to the participants and the research produces few or no 
findings of relevance. Yet professional authority and pressure make the professional problem a must. This 
is especially so for the PhD candidate who needs to please.” (Glaser, 1998, pp. 115–116). In order to 
counter this professional authority classic-GTM studies, including this one, present a question that seeks 
for the participants’ problem or main concern. Hence the research questions: 1) What is the main concern 
and sub-concerns of jobseekers and recruitment agencies in e-recruitment in Namibia?, and 2) How are 
the concerns processed and resolved by jobseekers and recruitment agencies? Details about the 
importance of the main concern in classic-GTM studies have been discussed in Section 34.2 above. 
The research question within classic-GTM studies serves the interest of participants and directs 
professionals (researchers) to address inclusive interests, i.e. interests that accommodate both the 
professional and the participant. Relevance of research comes from the people or elements being studied 
(Glaser, 1998, p. 116) in as much as professionals have a part to play, therefore participants must have a 
significant say in what the problem is. 
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3.5.2 Essence of the Literature Review in Classic-GTM 
With reason, classic-GTM guides “do not do the literature review in the substantive area and related areas 
where the research is to be done and when the grounded theory is nearly completed during sorting and 
write up, then the literature search in the substantive area can be accomplished and woven into the theory 
as more data for constant comparison.”  The reason behind these dicta is to allow the researcher to be 
open to accepting emerging concepts and not to be unduly influenced by the literature. Although 
desirability bias is usually associated with participants’ responses in research (Akbulut, Dönmez, & 
Dursun, 2017; Ecken, Gnatzy, & von der Gracht, 2011), it may also happen that researchers may wish to 
be seen in good light by authorities in the profession or research domain through adopting known, 
preferred or popular theories and concepts in their research. Thus, classic-GTM advises against doing the 
literature review before the study. However, even in classic-GTM the researcher has to contextualise, 
hence this study has a literature review (Chapter 2) to contextualise the phenomenon (Christensen, 2011).  
3.5.3 Logic of Not Taping or Verbatim Recording of Interviews 
Conventional qualitative research methodologies advocate for taping of interviews as a way of 
substantiating or verifying findings (Bucher, Fritz, & Quarantelli, 1956; Glaser, 1998; Glogowska, 
Young, & Lockyer, 2011). On the contrary a classic-GTM researcher always keeps in mind that, “when 
doing grounded theory there is no need for complete recording of the interview as one would want in 
descriptive completeness.” (Glaser, 1998, p. 107). Glaser (1998) reasoned that the shortcomings of taping 
include no delimiting of the data, and extension of research timing. No delimiting of the data occurs 
because, “by forcing the collection of indicators over and over, that indicate the same category and its 
properties, since the real-time of taping cannot be stopped, the researcher is overwhelmed with 
unnecessary data for generating instead of delimiting it.” (Glaser, 1998, p. 108). Also classic-GTM and 
Glaser (1978) explain that continued data collection by taping ignores theoretical saturation, a situation 
where no new indicators on the category are emerging from the data. Since there will be repetition of data 
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in taping interviews, the time for doing the research is extended unnecessarily because the researcher will 
code for the same category repeatedly. 
3.5.4 Nature of Findings 
The lack of direct quotes from data in the findings chapters (Chapter 4 and Chapter 5) of this thesis is 
explained by the fact that “grounded theory uses the incidents in field notes as illustrations of the meaning 
of categories and their interrelations. ” (Glaser, 1998, p. 113). Field notes do not aim to capture direct 
quotes and hence the findings of this classic-GTM study do not have direct quotes. 
3.6 Data Collection on Jobseekers Based on Principles of GTM 
Data collection on jobseekers was guided by sound classic-GTM principles and procedures, and practice 
of sound ethical considerations. At the beginning of data collection, I was not aware of the number of 
respondents who were going to be part of the research, which is expected when theoretical sampling is 
applied. At the point of theoretical saturation (no new concepts emerging from more data collected) 
twenty seven (27) jobseekers had responded to the study. On 2 March 2015, the first interview took place 
in Windhoek and many more were to follow in the coming months. Secondary sources e.g. Internet and 
local newspapers provided additional data for the research. All necessary research ethics considerations in 
relation to participants were heeded after the university’s ethics in research committee approved this 
research (See Appendix J).  
Participants were asked for their consent to participate in this research, and gave consent verbally 
although some indicated consent via emails (see Appendix E). The thesis protects participants’ privacy by 
using pseudonyms (see Appendix A) in place of real names. The use of pseudonyms was preferred for 
this research over the norm, where participants are identified using numbers (e.g. Participant 1, 
Participant 2, Participant 3, etc.). The use of pseudonyms made me feel that I was dealing with a 
phenomenon where people were involved, even during the process of writing the thesis. Further, 
participants’ rights and freedoms were upheld by informing them that their participation was voluntary 
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and they had every right to communicate their preferences at any time or even withdraw from the 
research. The sample of participants was a result of the process of theoretical sampling. 
3.6.1 Theoretical Sampling of Jobseekers 
Sampling of jobseekers was based on three criteria in order to ensure relevancy of the jobseekers to the 
study. Firstly, the jobseeker had to be “picked” by the developing theory through its data requirements for 
further development and if the jobseeker was likely to provide the data then s/he was a candidate 
participant if other criteria were met as well. The first criterion is based on the definition of theoretical 
sampling by Glaser & Strauss, (1967, p. 45), which presents it as data collection with joint coding and 
analysis of data and making decisions on the data to collect next and where to find it in order to develop 
theory. Secondly, the jobseeker had to be currently using information technology in job seeking or 
making effort to use information technology in job seeking activities. Thirdly, the jobseeker had to 
consent to taking part in the research for ethics reasons. The plan, which was to engage the phenomenon 
of e-recruitment from the perspective of those living it and guard against the early influence of extant 
literature also makes sense based on Corley, (2015); Duchscher & Morgan, (2004), Locke, (2015) and 
Glaser & Strauss, (1967, p. 33). 
The initial decision on data collection on jobseekers was based on finding jobseekers who met the last 
two of the three criteria given above because of the absence of a developing theory. Theoretical sampling 
was initialized in this way because I wanted to initialise the study based on concepts that were relevant to 
the area of study. This approach is in line with practice in classic-GTM (Glaser, 1978), where theoretical 
sampling is based on concepts relevant to the study. After jointly collecting data, coding it and analysing 
it, a theory started to develop and theoretical sampling proceeded.  
When data was collected, constant comparative analysis was applied by comparing codes to codes and 
concepts to concepts to find and note their relationships and further develop the theory. The emerging 
theory served as a framework for further data collection and using systematic deduction from the 
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emerging theory theoretical possibilities and probabilities were determined, which serves as a guide to 
what data were supposed to be collected next. This approach coincided with Glaser’s (1978, p. 40) 
guidance on how to determine the next set of data to collect using theoretical sampling. 
By and by, theoretical sampling was performed until all the categories (groupings of related concepts) got 
saturated and the theory completed. Glaser (1998) defined saturation as a state of categories where new 
data does not bring new properties to the categories. In an effort to attain completeness a check was done 
to make sure all categories relevant for the theory to make sense were included and related to each other. 
3.6.2 Unstructured Interviews and Open-ended Questions  
I used unstructured interviews to elicit data from jobseekers because I wanted to give the jobseeker the 
freedom to express his/her pertinent concerns without being constrained by the nature of the interview. 
Although an interview can be unstructured, structured or semi-structured (Doody & Noonan, 2013; 
Macan, 2009; Myers & Newman, 2007; Schultze & Avital, 2011), the choice of unstructured interviews 
was motivated by the lack of a theoretical framework coming into the research. In a structured interview, 
a complete interview script is prepared beforehand and the interviewer needs no improvisation when the 
interview is underway (Myers & Newman, 2007, p. 4) and this would have required me to have a 
preconceived theoretical framework, and preconception was not suitable for this study. An unstructured 
interview for the purpose of GTM research does not require an interview script prepared beforehand and 
the researcher should not influence the scope or depth of the participant’s responses (Duffy, Ferguson, & 
Watson, 2004, p. 69). After the theory had started developing I then used semi-structured interviews as 
well under the guidance of the emerging theory. In a semi-structured interview, the interviewer requires 
more focussed information and thus opens the discussion and uses prompts to guide the respondent 
(Duffy et al., 2004, p. 69). In many cases the interview process followed a ‘depth-first’ approach (see 
Figure 3) in that I prompted the jobseeker to elaborate on a specific relevant-to-study datum s/he exposed 
earlier in response to one or the other question. If some other relevant datum emerged from such follow 
up I would again prompt for further elaboration on it and so on (see Figure 3).
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Figure 3: Interviewing Style: Depth-First Interview 
The ‘depth-first’ style of interviewing allowed the most relevant data given by the jobseekers to have the 
strongest chance for follow-up questions. In the absence of relevant data in the interviewee’s response, a 
new conversational strand was initiated. 
The interviews were mostly telephonic, in line with jobseekers’ preferences, and the approximate average 
duration for each interview was 25 minutes. It was noted that telephonic interviews provide data of 
comparable quality to face-to-face interviews, which was not a surprise as literature, e.g. Carr & Worth 
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(2001, p. 511) and Musselwhite et al. (2007) attest to that. Some of the interviews were face-to-face, 
which allowed me to obtain non-verbal cues from the participants. 
Some participants were interviewed multiple times because the emerging theory guided me to selecting 
them as possible sources of relevant data on multiple times. In some cases there were multiple possible 
sources of data including new jobseekers, but I preferred wherever possible, jobseekers I had already 
spoken to before in order to avoid the overhead expense associated with initiating an interview. In 
addition some researchers e.g. Hydén, (2014) observed that repeated interviewing allows the respondent 
and the interviewer to develop a relationship of confidence and honesty. However, there are claims that 
repeated interviewing of the same participant might result in the participant providing biased data (Wax & 
Shapiro, 1956, p. 215), I was aware of that and I always considered the quality of data to be obtained from 
the repeat interviewee before engaging him/her as opposed to interviewing a new interviewee. 
Open-ended questions were used often in the interviewing process, especially at the initial phases of 
theory development. Open-ended questions enabled me to avoid influencing jobseekers’ responses 
because I did not suggest possible responses to them, which confirmed Reja et al.’s (2003, p. 159) 
assertion that open-ended questions give respondents the freedom to respond to questions without undue 
influence from the researcher.  
I made field notes for all the interviews conducted, which enabled me to capture important data chunks 
from the interviews. Taping is not encouraged in classic GTM (Glaser, 1998; Holton, 2010), however I 
taped and transcribed some of the interviews to satisfy the perspective that tape recordings are a show of 
transparency and proof that the interviews took place. Many jobseekers did not want me to make a video 
or audio recording of the interviews, therefore field notes were sufficient for the research. I wrote field 
notes soon after all interviews (see Appendix B). Many researchers view field notes as written records of 
interactions that take place in the field being studied (Jackson, 1990) . Field notes described for this 
research as they did for Kawulich, (2005) and Montgomery & Bailey, (2007) social artefacts and social 
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interactions gathered during data collection. Qualitative review committees sometimes allege that field 
notes lack rigour, but in this study the argument, as with Holton, (2010, p. 25), is that by using field notes 
the essence of the participants’ main concern and its resolution (core variable/category) are captured 
without going through the mammoth task of transcribing interviews. Field notes were useful for recording 
both verbal interactions and observations in this study. 
3.6.3 Observation of Jobseekers 
Observation provided useful data on jobseekers, but I acknowledge, as Creswell, (2009, p. 179) did, how 
difficult or impossible it can be to observe participants in a research. To me observation meant I noted 
things that happened and listened to what jobseekers said over a period of time, which is what is expected 
as in Becker & Geer, (1957); Li, (2008); Nandhakumar & Jones, (2002); and Schwartz and Schwartz, 
(1955, p. 343). I decided to have phases of passive observation and phases of participant observation. As 
a passive observer (Li, 2008; Nandhakumar & Jones, 2002) I distanced myself from being a part of e-
recruitment during the observation process at one point, but at some other point in data collection I was a 
participant observer as defined by Li, (2008) and Nandhakumar & Jones, (2002). In being a participant 
observer I was not simulating job seeking - it was for real because my employment contract was ending at 
the end of the year 2015 and I had to look for employment before then. Because I had phases of both 
passive and participant observation, I benefited from the objectivity associated with passive observation 
and intimacy to the phenomenon that comes with participant observation as discussed by Tedlock, 1991, 
p. 71).  
I carried out unstructured observations during the initial stages of data collection and later on did semi-
structured observations as the developing theory guided the observations. After understanding 
unstructured observation, structured observation and semi-structured observation as explained in literature 
e.g. Mulhall (2003), my purpose for implementing unstructured observations was to understand and 
interpret behaviour of jobseekers without enforcing any ideological schedules Adopting structured 
observation would have required me to enforce predetermined ideological schedules based on taxonomies 
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developed from pre-existing theory, and semi-structured observation would have required me to mix the 
other two approaches. I devised a protocol for semi-structured observation of participants (See Appendix 
D). 
3.6.4 Collection of Secondary Data on Jobseekers 
I collected secondary data on jobseekers because in spite of it having been prepared for other purposes, it 
responded to the needs of the emerging theory. The purpose and nature of secondary data is explained by 
many authors (Huston & Naylor, 1996; Zimmer, 2010). I collected data from websites, online 
repositories, email communications and other sources as directed by the process of theoretical sampling. 
Appendix F shows a jobseeker profile noted on a professional website and is part of secondary data noted 
for the research. Some of the advantages of collecting secondary data were given by Huston and Naylor, 
(1996) as reduction of challenges faced when using interviews or observations. However, there are ethical 
tensions associated with using secondary data, especially in the age of the Internet where some would 
argue, “but the data is already public” (Zimmer, 2010). If the data is already in the public domain then the 
ethical issue of privacy becomes a matter for debate (Zimmer, 2010, p. 314).  
3.7 Data Collection on Recruitment Agencies Based on Principles of GTM 
I collected data on recruitment agencies in the same time interval as I collected data on jobseekers, 
however most data collected and analysed was from jobseekers. As mentioned in the previous section,   
theoretical sampling was initialised when I started collecting data on jobseekers and according to my 
approach there was no need to initialise theoretical sampling again, I used guidance from the emerging 
theory to collect data from both job seekers and recruitment agencies. 
3.7.1 Theoretical Sampling of Recruitment Agencies 
Since a theory started emerging from data on jobseekers I was guided by this emerging theory to 
simultaneously collect data from recruitment agencies and jobseekers. The criteria for selecting a 
recruitment agency were two. The agency had to be pointed to by the emerging theory as a possible and 
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probable source of data and the agency consented to provision of data for use in this research. I noted that 
use of data on many recruitment agencies was guided by terms and conditions, which in many cases allow 
their data to be used for non-commercial services and this research is not a commercial endeavour. 
However, I made effort to get explicit consent of interaction and data collection with the recruitment 
agencies. The process of theoretical sampling for eliciting data on recruitment agencies was similar to the 
process described for sampling data on jobseekers. I also applied techniques like interviewing, 
observation and secondary data sourcing similarly.  
3.7.2 Unstructured Interviews and the Principle of Emergence 
Interviews I conducted with recruitment agencies were unstructured in the same sense as the ones I did 
with jobseekers. Since jobseekers interacted with recruitment agencies, they also provided me with data 
on recruitment agencies from their perspectives. Interviews were conducted with representatives from two 
of three recruitment agencies. 
3.7.3 Observation of Recruitment Agencies 
Although I had a brief attempt at observing recruitment agencies (see Appendix D for the observation 
protocol), I realised that I could consult with jobseekers on their observation of recruitment agencies 
because during  interaction with jobseekers it emerged that they observed recruitment agencies in as much 
as they had experiences interacting with them. By making use of the jobseekers I managed to get data 
from participant observers as defined by Li (2008); Nandhakumar & Jones (2002); and others. I decided 
to make use of jobseekers’ observation of recruitment agencies because if I was to engage in a full 
observation of recruitment agencies’ exercise every time the theoretical sampling approach demanded it, I 
was going to spend a lot of time seeking data that jobseekers had already acquired through past 
observations, therefore I got the data by interviewing jobseekers. This approach extended the scope of my 
data to several recruitment agencies, since jobseekers observed and had experiences with several 
recruitment agencies. Observation by jobseekers in this way was not formalised and thus it excluded 
many of the drawbacks of a formalised observation exercise, and the data from it covered a considerable 
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time span. On the other hand, I was aware of the argument posed by some e.g. Tedlock, (1991, p. 71) that 
only an outside observer can be objective. Thus aside from the cancelling effects that the biases from 
jobseekers had on each other, I also, as was the case through the whole research, tried to exercise due 
diligence in accordance with classic-GTM. I was able to use jobseekers’ observations because classic-
GTM does not give restrictions on the sources of data (Glaser, 1998), therefore it was within the confines 
of  GTM methodology to obtain observation data on recruitment agencies from jobseekers.  
3.7.4 Collection of Secondary Data on Recruitment Agencies 
I collected secondary data relevant to meeting the objectives of the research from recruitment agencies’ 
websites, social media and professional website presence as guided by the developing theory. My 
collection of the data from secondary sources was selective because by definition see Huston & Naylor, 
(1996) or Zimmer, (2010), secondary data is data collected by others, for purposes other than to respond 
to the research question at hand. The challenges faced in data collection using interviews and observations 
(Huston & Naylor, 1996), were reduced by having secondary sources of data. 
3.8 Data Analysis 
Because of the need to obtain explanation on the e-recruitment phenomenon, the data collected on 
jobseekers and recruitment agencies were analysed according to the canons of classic-GTM (Glaser, 
1978, 1992, 1998, 2007, 2011; Glaser & Holton, 2005)  approach as explained earlier in this chapter. 
However I did not blindly follow these canons I followed reason in applying them. I give a detailed 
explanation of aspects of classic-GTM data analysis, consider requisites of the key activity of coding 
before dwelling on coding itself. 
3.8.1 Classic-GTM Data Analysis 
Data collected in this research was recorded in the form of textual field notes. Using the field notes, the 
data was analysed following three coding steps proposed and explained by in classic-GTM (Glaser, 1978, 
1992): open coding, selective coding and theoretical coding. Open coding and selective coding are 
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collectively called substantive coding as shown in Figure 4 that depicts the overall analytical process 
based on the grounded theory method followed in this study. The analysis started with data and ended 
with a complete theory. But it has to be noted that this analysis process was iterative as shown in Figure 
4. Standard flowchart symbols  in the diagram  retain the standard meanings they  are known to have in 
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Figure 4: The Process of Data Analysis (Glaser, 1978, 1998) 
In GTM data is firstly subjected to open coding, which is aimed at coding the data in “every way 
possible” (Glaser, 1978, p. 56), capturing every possible meaning of the data in open codes. The coding 
process follows a “bottom-up” approach (Urquhart, 2013, p. 38), where data is placed at the lowest level 
followed by codes and categories. The codes resulting from open coding are put into categories resulting 
in categorised open codes, based on their meaning before selective coding is done. Selective coding is 
done as a continuation of the coding process, and by the logic of GTM (Glaser, 1978), it means the 
categories from open coding are subjected to selection based on their fit with the emerging theory. Only 
categories that fit the emerging theory are considered when coding continues at the theoretical coding 
stage. Theoretical coding is the process of relating categories coming from selective coding, and it is 
informed by the memos, which already note relations between categories, and the emerging theory.  
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3.8.2 Requisites of the Coding Process 
Data, constant comparison and theoretical sensitivity are recognised as requisites for the coding process 
from its onset, and once coding has started; data, constant comparison, codes, categories memos and 
theoretical sensitivity are essential requisites of the coding process. This is evidenced in GTM literature 
e.g. Glaser, (1978, 1992, 1998, 2014), Holton (2010). When these requisites were met, the result was a 
complete theory with saturated categories, thus in addition to the discussion on requisites of the coding 
process in this section I also discuss completeness of the theory and theoretical saturation of the 
categories.  
 I viewed data as facts obtained on e-recruitment during data collection and ended with completeness  and 
theoretical saturation of all categories. Constant comparison was carried out throughout the coding 
process, because coding of data needs it (Glaser, 2004). Comparisons were made between incidents aimed 
at establishing the underlying uniformity and variety of conditions of generated concepts and hypothesis,  
also, emerging concepts were compared to more incidents in the data to generate concepts’ new 
theoretical properties and relevant hypotheses as was essential and sensible. Constant comparison also 
involved the comparison of emergent concepts to each other so as to establish the best fit between 
potential concepts and a set of indicators in data. Collected data’s support of emerging categories was 
checked through constant comparison. Further, constant comparison helped in consolidation of emerging 
categories by defining their dimensions and properties. Constant comparison was carried out throughout 
the coding process with as expected (Glaser, 2004) comparisons between incidents aimed at establishing 
the underlying uniformity and variety of conditions of generated concepts and hypothesis. Also, emerging 
concepts are compared to more incidents in the data to generate concepts’ new theoretical properties and 
relevant hypotheses (Glaser, 2004). Constant comparison also involved the comparison of emergent 
concepts to each other so as to establish the best fit between potential concepts and a set of indicators. I 
aimed the process of constant comparison at theoretical elaboration, saturation and verification of 
concepts, and development of concepts’ properties so as to achieve densification of the concepts and also 
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generation of further concepts. GTM notes the use of constant comparison in consolidation of emerging 
categories by defining their dimensions and properties, I used it for such consolidation as well. Constant 
comparison was made easier by other processes like memoing, which involved the writeup of ideas based 
on the ongoing GTM process. 
The view of memoing, which is also echoed in GTM literature (Glaser, 1992, 2011) was that, it is the 
theoretical write up of ideas related to codes and the codes’ relationships to other codes or alternatively 
and equivalently, “the theorizing write up of ideas as they emerge” (Glaser, 1992, p. 108). The memos 
can aptly be described by Lempert, (2007) who viewed memos as reflective of formulation of ideas 
related to the data and exploration of the ideas. I used theoretical memos as expected in GTM (Glaser, 
2012, p. 31), to conceptualize the main concern and how the core category continually resolved the main 
concern, to record analytical progress and thoughts about the data and directions for further collection 
and/or analysis of data, to record thoughts or musings about the data collected as reasoned by Thornberg, 
(2012), Urquhart, (2013, p. 71) and Lempert (2007). Thus, memos served as the analytic link between 
data and the emergent theory (Glaser, 1978; Lempert, 2007; Urquhart, 2013). The process of formulating 
the theory for presentation was helped by sorting memos, which in essence (Glaser, 2014, p. 76) is sorting 
of ideas generated during data analysis. Although memos were also written during sorting, Hakel, (2015) 
said those were memos on memos, whose effect was to, as Holton, (2010) put it, further condense the 
theory. Through sorting of memos the theory developed as ideas were ordered and relevant literature was  
integrated into the theory. Sorting of memos was based on the presence of similarities, links and inherent 
uniformities between memos and the exact location (in the sorted memo collection) of the memo was 
based on the theoretical coding of data on which the memo was based. etheoretical outline, like many 
GTM outlines (Glaser, 2004, 2014; Holton, 2010) was a result of sorted memos. Thus full specification of 
the theory came through an integrated set of hypotheses (Glaser, 2004) that emerged from sorted memos. 
In writing the memos I applied theoretical sensitivity abilities, in order to make it manageable to translate 
ideation on data, codes and categories into theory. 
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Theoretical sensitivity enabled me to generate theoretical concepts from data and relate the concepts 
according to acceptable models of theory. As it is meant to be in GTM literature (Glaser, 1978; Glaser & 
Holton, 2005) theoretical sensitivity meant having theoretical thought, and having sense enough to 
recognise the theory, and having sense enough to respond to the theory so as to develop it further. 
Theoretical sensitivity raised awareness of a number of possible coding families and avoided over-
focusing on a single explanation (Glaser & Holton, 2005, p. 9); this increased openness in the research. 
Because of theoretical sensitivity, I was able to theoretically conceptualise and effect abstraction of 
ideations from various sources and types of data. Aside from Glaser’s (1978, p. 3) and Glaser & Holton’s 
(2005) discussions on theoretical sensitivity I found it sensible, fitting and effective to be theoretically 
sensitive in this study. Through theoretical sensitivity I reached theoretical saturation, which in GTM 
(Glaser, 1998, p. 158; Urquhart, 2013, p. 194) meant no new codes were emerging from the fresh data 
obtained for analysis. (See the memo on theoretical saturation in Appendix G). Accordingly, saturation 
signalled termination of new data collection on the particular category (Glaser, 2011; Morse, 2010).  
3.8.3 Memos and not Direct Quotes:  Basis for Coding 
The use of classic-GTM allows the researcher  to realise that unlike in most qualitative research, the use 
of direct quotes for illustration is not necessary and instead memos are sufficient. While Glaser (2014) 
extensively argues on why no direct quotes are necessary to illustrate concepts in classic-GTM, this 
section picks on parts of the argument in his writings. In classic-GTM, data is collected in the form of 
field notes written after interacting with research participants (Glaser, 1998, p. 107) and subsequent to this 
the researcher codes the data and simultaneously produces memos (Glaser, 1978, p. 83). By their nature, 
memos are “the theorising write-up about codes and their relationships as they strike the analyst while 
coding.” (Glaser, 1978, p. 83) and they serve to illustrate ideas and subsume descriptions in data (Glaser, 
2014, p. 125). And direct quotes are in the data, therefore when memos subsume the essence of data they 
subsume the quotes. 
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3.8.4 Open Coding of Data 
I started the coding process with open coding because in GTM (Duchscher & Morgan, 2004; Glaser, 
1978; Urquhart, 2013) it is the initialization phase of coding. Open coding together with selective 
coding are collectively known as substantive coding (Glaser, 1978). A number of rules guide open coding 
Glaser, (1978, p. 57) and the first rule demanded that I ask questions of the data, namely “What is this 
data a study of?”, “What category or property of a category, of what part of the emerging theory, does this 
incident indicate?” and “What is actually happening in the data?”. The second rule (Glaser, 1978, pp. 57–
58; Holton, 2010, p. 24) required that data be analysed line-by-line accompanied by constant coding of 
each line. Line by line coding during open coding is meant to ensure verification and saturation of 
categories as well as minimising missing important categories (Glaser, 2004, p. 14) and I used in vivo 
codes to label codes (Glaser, 1978). An in vivo code is a term referring to labelling of codes while 
preserving the terminology of participants and as I was at it I used gerunds of the in vivo codes (Glaser, 
2011). The third rule required me to do coding without hiring coders who need pre-set codes, of which 
there were none at this stage of data analysis. The fourth rule required me to interrupt coding to memo the 
ideas that came from reading the data (Glaser, 1978, p. 58; Holton, 2010, p. 24). A fifth rule (Glaser, 
1978, pp. 59–60) with links to theoretical sampling required that I stayed within the boundaries of the 
substantive area and the field of study because drifting outside the substantive area would derail me from 
relevance, fit and workability. Lastly, I avoided preconceptions (Glaser, 1978, p. 60) about the analytic 
relevance of some variables like age, gender, social class, race, skin colour, or any other until they 
emerged to be relevant. However, I provided such description of persons and places guided by GTM 
(Glaser, 1978) merely to orient the reader with regard to where and to whom the research was done, 
noting that the process may occur elsewhere in place and population. 
Following the rules outlined above I open coded the data in “every way possible” (Glaser, 1978, p. 56), 
which meant coding for all possible meanings, implied or otherwise by the data. Codes that resulted from 
open coding are substantive codes (Glaser, 1978, p. 55) because they conceptualised the empirical 
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essence of the substantive area. The findings are on  what is happening in the data (see Chapter 4), what 
main concern is faced in the study and how the main concern is resolved (Glaser, 1998, p. 140). The 
issues attended to during open coding allowed me to remain theoretically sensitive and focus on what 
Glaser (2004) called patterns of incidents that result in codes. Open coding also determined the direction 
to take with theoretical sampling before moving on to selective coding process, where a particular 
problem is focussed on (Glaser, 2004, p. 14). 
After sufficient open coding, all data as expected in GTM (Glaser, 1978, p. 60) indicated some category 
in the analysis. Open coding to outlined and corrected understanding of e-recruitment phenomenon and 
saturated categories that emerged, and it made me apply theoretical sensitivity and ability to apply GTM 
procedures and implement GTM rules. 
3.8.5 Selective Coding of Data 
The beginning of selective coding signalled the end of open coding and was an indication in the study as 
in other GTM studies (Holton, 2010, p. 31) that a core category had been identified. I observed that after 
identifying the core category I had by GTM logic (Glaser, 1992, p. 75) to delimit the coding to only those 
categories that related to the core category sufficiently to be used in a parsimonious theory. With selective 
coding I utilised the most important and/or frequent open codes to filter the data.  
Relevant categories from open coding formed a theoretical frame for further data analysis and allowed for 
construction of relationships within the emerging theory as fully explained by Dey, (2007, pp. 168–169) 
for studies applying GTM. Consolidation of categories which consumed much of selective coding 
stopped when the categories were saturated, and when the theory was complete. 
3.8.6 Theoretical Coding and Coding Families 
The theoretical coding process (Cutcliffe, 2000; Glaser, 1978, 1998; Urquhart, 2013) resulted in 
theoretical codes, which described relations between categories. In theoretical coding I interpreted and 
sorted memos (See Appendix C for sample memo) while noting relations (theoretical codes) exposed in 
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the process (Glaser, 2013, p. 3). Coding families are a typology of relationships that can exist between 
categories and that may be used in theoretical coding (Glaser, 1978; Thornberg, 2012). Table 13 gives 
detailed descriptions of some theoretical coding families identified by Glaser (1978). Such coding 
families may be used in theoretical coding, however it is possible that additional coding families may also 
emerge in any single study (Glaser, 1992) Table 13 hence does not represent a comprehensive or final list 
of coding families. 
Family Identity Description (Identifying attributes of the family) 
The Six C’s Represents Causes, Contexts, Contingencies, Consequences, Covariances, and Conditions 
Process Stages, staging, phases, phasings, progressions, passages, gradations, steps, rank, careers, orderings, 
trajectories, chains, sequencings, temporaling, shaping and cycling. 
The Degree Family Limit, range, intensity, extent, amount, polarity, extreme, boundary, rank, grades, continuum, 
probability, possibility, level, cutting points, critical juncture, statistical average (mean, medium, 
mode), deviation, standard deviation, exemplar, modicum, full, partial, almost, half and so forth. 
The Dimension Family Dimensions, elements, division, piece of, properties of, facet, slice, sector, portion, segment, part, 
aspect, section. Divides the notion of a whole into parts. 
Type Family Type, form, kinds, styles, classes, genre. Indication of variation in the whole. 
The Strategy Family Strategies, tactics, mechanisms, managed, way, manipulation, maneuverings, dealing with, handling, 
techniques, ploys, means, goals, arrangements, dominating, positioning. 
Interactive Family Mutual effects, reciprocity, mutual trajectory, mutual dependency, interdependence, interaction of 
effects, covariance. 
Identity-Self Family Self-image, self-concept, self-worth, self-evaluation, identity, social worth, self-realization, 
transformations of self, conversions of identity. 
Cutting Point Family Boundary, critical juncture, cutting point, turning point, breaking point, benchmark, division, 
cleavage, scales, in-out, intra-extra, tolerance levels, dichotomy, trichotomy, polychotomy, deviance 
and point of no return. This family is a variation of the degree family. 
Means-Goal Family End, purpose, goal, anticipated consequence, products. This is a sub-family of the Six C’s and process 
families. 
Cultural Family Social norms, social values, social beliefs, and social sentiments. Social norms are aggregates of 
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Family Identity Description (Identifying attributes of the family) 
rules, values aggregates of wishes or goals, beliefs aggregates of cognitions and sentiments 
aggregates of attitudes.  The assumption is that personal characteristics are shared to a sufficient 
degree. 
Consensus Family Clusters, agreements, contrasts, definitions of the situation, uniformities, opinions, conflict, discensus, 
differential perception, cooperation, homogeneity-heterogeniety, conformity, non-conformity, and 
mutual expectation. 
The Mainline Family Social control, recruitment, socialization, stratification, status passage, social organization and social 
order, social institutions, social interaction, social worlds, social mobility and so forth. 
Theoretical Family Parsimony, scope, integration, density, conception level, relationship data, relationship to other 
theory, clarity, fit, relevance, modifiability, utility, condensability, inductive-deductive balance and 
inter-feeding, degree of multivariate structure, use of theoretical codes, interpretive, explanatory and 
predictive power and so forth. 
Ordering or Elaboration 
Family 
Structural, temporal and generality are the principal ways to order data. 
Unit Family Collective, group, nation, organisation, aggregate, situation, context, arena, social world, behavioural 
pattern, territorial units, society, family, etc and positional units: status, role, role relationship, status 
set, role set, person set, role partners.  
Reading Family Concepts, problems and hypotheses. 
Models Modelling one’s theory pictorially by either a linear model or a property space. 
Table 13: Coding Families (Glaser, 1978, p. 74-82) 
3.9 Ascertaining Quality of the GTM Process 
High quality GTM studies fit the data, work in the studied substantive area, are relevant for the study and 
allow for modifications to be made to the procedures and their outcomes based on data (Glaser, 1978, 
1998). Therefore, in this section I explain how fit, workability, relevancy and modifiability were ensured 
in this study. 
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3.9.1 Ascertaining Fit 
My effort to ascertain fit included in vivo coding, avoidance of preconception and transparency in all 
GTM steps. Fit means that each of the concepts adequately reflects the data it purports to represent 
(Glaser, 1978, 1998), thus fit was ascertained between categories and data from which categories 
emerged. I ascertained fit by seeking and collecting relevant data through constant comparison and 
theoretical sampling respectively instead of forcing concepts on data or preconceiving concepts for 
collected data. I also stayed theoretically sensitive as the theory emerged, thus I was able to render 
theoretically the emergent categories and obtain a theory that is a true fit to the phenomenon of e-
recruitment.    
3.9.2 Ascertaining Workability 
In the study I constantly monitored how the core category resolved the main concern, because in GTM it 
is sensible for the emergent grounded theory to clearly explain what is happening in the phenomenon, and 
the process of how it is happening, and this should enable prediction of future behaviour. In short, I 
persistently monitored whether the emergent theory worked in the substantive area. 
3.9.3 Ascertaining Relevance 
The relevance of the core category is evidenced by its reception by the members who are party to the 
studied phenomenon (phenomenon from which data was collected). Constant interaction with respondents 
in the research as the core category emerged enabled the ascertaining of relevance of the core category 
and the emerging theory. Glaser, (1998) realised that in many cases prior to the research, respondents 
would be unable to articulate their main concern, but on receiving feedback on the research they should 
instantly be able to recognize the emerged core category as being authentic or true to their situation. 
3.9.4 Ascertaining Modifiability 
A modifiable grounded theory is one that other researchers can make adjustments to or refine as they 
collect and code new data with the validity of the theory persisting. Transparency in GTM goes a long 
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way in ascertaining modifiability of a grounded theory and it was upheld throughout the research because 
other researchers may need to seek clues from the development process of the theory in order to be able to 
modify it. However, questions on the legitimacy and accuracy of the evidence in GTM arise based on 
assumption of accuracy in the collection of data as a requirement for accurate, reliable and legitimate 
research (Ndume, Tilya, & Twaakyondo, 2008). A logical response and  Glaser’s, (2011, p. 60) response 
is that “This is a pure qualitative data analysis (QDA) worrisome accuracy, evidence/proof request 
appropriate to description and findings. It is NOT appropriate to the conceptual abstraction of grounded 
theory methodology which is abstraction from time, place and people and a concept readily modifiable 
from constant comparison of indicators. The GTM researcher can give illustrative help citing one 
indicator among many, but in moderation so it will not block reader's flow with the concepts and their 
trust in the author and his skill.”  
3.10 Ethics 
Research ethics in phenomena dominated by traditional interactions between research participants are 
fairly discussed in literature (Bassett & O’Riordan, 2002; Buchanan & Ess, 2008; Ryen, 2008; Walther, 
2002). On the other hand online interactions which allow third parties to have access to data on such 
interactions present ethical challenges because of the blurred distinction between perceived private data 
and data in the public domain (Buchanan & Ess, 2008; Vaast & Levina, 2015; Zimmer, 2010). Ethics in a 
study refers to how the study aligns with ideas of right and wrong (Zimmer, 2010). Privacy, 
confidentiality, security (Bélanger & Crossler, 2011; Gostin et al., 1993; Moore, 2011, 2016; Wolffers, 
1996), informed consent (Kraut et al., 2004; Shuchman, 2014) and morals (Hauser, Cushman, Young, 
Kang-Xing Jin, & Mikhail, 2007; McLaren, 2001) were some of the ethical issues to consider.  
Privacy has many definitions and I considered various definitions that participants in the study could 
possibly have and those outlined in literature and the laws of the land (Moore, 2016)  in order to adopt 
relevant measures for the sake of privacy. I recognised that confidentiality is closely associated with 
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privacy (Moore, 2016) and some of the measures I took for privacy enhanced confidentiality. In pursuit of 
privacy I used pseudonyms to identify participants (see Appendix A) in the research and of course I was 
to avoid communicating their identities in a way that compromised their privacy. All confidential data 
surfaced during data collection was not used or exposed. I encouraged participants to inform me of any 
privacy or confidentiality concerns they may have. 
Security is another concern participants in research sometimes have (Gostin et al., 1993; Moore, 2011) 
and in this research I took measures to avoid endangering participants in this research. I had to identify 
risks related to the study and put measures in place to curb against such. Potential harm included 
recruitment scams (Gabriel & Macdonald, 2018), online impersonations (Vilardo, 2004), fraud (Mahbub 
& Pardede, 2018; Vidros et al., 2016), cyber-victimisation and so on. These risks were avoided by 
working on secure information systems and the achievement of privacy and confidentiality in the 
research. 
Informed consent to take part in a study is one ethical consideration in a study like this. To obtain 
informed consent, participants are given the relevant details of the research to enable them to understand 
the risks or benefits associated with participating in the research (Shuchman, 2014). For effective 
implementation of the practice of informed consent I was guided by the understanding of norms and 
practices of research participants, and Molyneux et al., (2010) noted that it was essential to know the 
norms and practices of the researched community. 
In the study there were other moral issues that needed attention aside from the issues described above e.g. 
issues of respect for persons, beneficence, justice, and local etiquette (Gyure et al., 2014), which are 
unique to every community. Respect for persons means having courteous regard for them, beneficence 
means doing good, justice refers to being just and fair, while local etiquette refers to a community’s rules 
governing socially acceptable behaviour (Gyure et al., 2014).  
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3.11 Summary of the Chapter 
This chapter started with an introduction followed by a discussion of the interpretive philosophical 
paradigm. The chapter then focused on GTM used in this study with a discussion on GTM principles, 
GTM procedures. The other sections focused on data collection, data analysis, ascertaining quality of the 
GTM process and ethics in the research. Data collection was made up of interviews, observation and 
secondary data. 27 job seekers were interviewed, some multiple times. Three recruitment agencies were 
also used as sources of data. Interviews were conducted with representatives from two of the three 
agencies as in Appendix A. Other data about recruitment agencies was obtained from their websites, 
social media presence, and job seekers’ experiences with recruitment agencies. Hence overall the 
jobseekers were the predominant source of data. 
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CHAPTER 4: FINDINGS ON JOBSEEKER DATA 
4.1 Introduction 
This chapter starts by describing the jobseekers (See Section 4.2) who participated in the research. Next it 
discusses objects of concern (see Section 4.3) for jobseekers as they emerged from the data. It then 
presents the emergence of categories, namely interpreting fit (See Section 4.4 for definition and 
derivation) and positioning for fit (See Section 4.5 for definition and derivation) on e-recruitment, based 
on data collected on the participating jobseekers. Although derivation of categories was bottom-up from 
data to codes to categories, the presentation in this chapter starts by giving the hierarchy and definition of 
categories and their constituent subcategories beforehand and then goes on to show how they emerged. 
The full hierarchy of categories is presented in Appendix H. The chapter gives a brief outline of the 
purpose of jobseekers’ behaviour (See Section 4.6) and then closes with a summary. 
4.2 The Jobseekers 
The abridged list of jobseekers is given in Appendix A. This section presents details on each of the 
jobseekers without compromising their privacy and confidentiality. Pseudonyms are used to identify the 
jobseekers. 
Twenty-seven (27) jobseekers took part in providing data during the period starting 2 March 2015 and 
ending 27 October 2015. At the initiation of data collection, I deliberately targeted jobseekers that were 
literate in information technology because this study is on e-recruitment. To give the reader an overview 
of the jobseekers, I describe them one after another.   
Vekarapi, a university lecturer whose highest qualification was a Doctor of Philosophy was the first to be 
interviewed on 2 March 2015. He also held a degree in Computer Science. Vekarapi was an expatriate 
working in Namibia and since his arrival; he applied for jobs in other organizations within and outside the 
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country. Vekarapi indicated that his current contract of employment was valid for three years, so he was 
not stable at his current job.  
Casper had the first interview with me on 17 March 2015. Casper’s formal qualifications at the time of 
the interview were a Diploma, an undergraduate degree and he was close to completing another 
undergraduate degree for which he attended evening classes at a local university. Another interview with 
Casper occurred on 28 May 2015. He was in his late twenties, and seeking progression in his career. I 
wanted to know if Casper had dependents, but Casper steered away from the question. 
Quinton was holding on to unstable employment in information technology on 15 June 2015 when he 
gave the first interview to me. He had a Diploma and a Bachelor’s degree and was making progress with 
his Honours degree at the time of the interview. At the time of finishing this research he was in the 
employ of a financial institution, had finished his Honours degree, had bought his first car and he said he 
was happy at that moment. Quinton was in his early twenties and had no dependants. 
Loice and I had one interview on 23 April 2015. Her education included professional certificates and a 
Bachelor’s degree completed in 2014. She was self-employed at the time of the first interview and was 
not comfortable with the uncertainties of self-employment. During the second interview, she revealed that 
she had a job offer and she was hoping to receive more invitations for job interviews. Yet she had an air 
of one keen on self-employment rather than formal employment. Loice was in her early thirties and a 
single mother of one child. 
John had one interview with me on 12 May 2015 and he had completed his Bachelor’s degree (Honours) 
in 2014. He was in the employ of a small start-up company, and in his late twenties. I had sporadically 
met him before the interviews and he came across as one whose stance on job seeking was that he did not 
worry too much about it because he had many ‘connections’.  
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Hangula was a prolific job hunter at the time of the only interview she had with me on 19 May 2015. She 
was a holder of a Bachelor’s degree and had worked for at least three organizations before the interview 
with me. She later became unavailable for interviews. At the time of writing this thesis, Hangula was in 
her mid-twenties and she was happy in her job but she still looked out for better opportunities. 
I had an interview with Saara on 18 March 2015. Saara was in the process of finishing her Bachelor’s 
degree and wanted employment in order to supplement the loan she was getting from government. 
My interview with Kauna was on 2 April 2015. Her formal education included a Diploma and a 
Bachelor’s degree. She was in the final stages of her Honours degree when the interview occurred. She 
later became unavailable for further interviews but in the last quarter of the year 2016, she communicated 
that she had found permanent employment in government. Kauna was in her mid-twenties in the year 
2017. 
Kandombo was in her mid-twenties when I interviewed her on 10 April 2015. She was yet to finish her 
Bachelor’s degree. Her university once assisted her in getting internship, and on her own she managed to 
get similar internships at least once. I did not get an update on Kandombo after the interview. 
Josephine and I had an interview on 29 April 2015, 30 April 2015 and 27 May 2015. Josephine did not 
have any formal educational qualification beyond secondary school, but she had enrolled for a Diploma in 
information technology at the beginning of the year. She liked information technology, and sought for any 
job especially in financial institutions. Josephine was in her early twenties at the time of the interviews. 
Shivute was a man in his early twenties when I had interviews with him on 30 April 2015, 1 June 2015 
and on 10 October 2015. His formal education was a secondary school certificate and he was in the final 
year of his Bachelor’s degree. Although his primary goal was to get internship, he was also open to 
permanent job offers.  
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Mandume and me had interviews on 30 April 2015 and 26 October 2015. Mandume was in his early 
twenties at that time and fresh out of college with a Bachelor’s degree and hope. Yet nothing concrete in 
the form of employment had come his way. As I continued with the research, Mandume updated him via 
social media that he was a trainee in one of the international financial institutions. 
Penehafo and me had interviews on 2 May 2015 and 1 June 2015. Penehafo had a Diploma at the time of 
interviewing and she was enrolled for a Bachelor’s degree. She was a very avid consumer of information 
technologies like many people in her age group (twenties), she was looking for employment with a plan to 
continue her studies on a part-time basis.  
Shilongo had interviews with me on 5 May 2015 and on 2 June 2015. Shilongo was in the final year of 
her Bachelor’s degree, and at the time of the interviews, she was on internship, which was part of her 
university degree’s curriculum. Shilongo was due to finish her internship in July 2015 and possibly finish 
her Bachelor’s degree in the same year.  
Kazembiri lived with her mother in Rundu, more than700 kilometres northeast of Windhoek. She 
graduated in 2014 with a Bachelor’s degree and on 5 May 2015, I had an interview with her. She was in 
her mid-twenties, unemployed and single. 
On 6 May 2015, 3 June 2015 and 21 October 2015 I had interviews with Amukwaya, a Bachelor’s degree 
holder since 2014, whose residence was in Windhoek. When I interviewed her on 6 May 2015, she was 
unemployed; on 21 October 2015, she was part of the working labour force. Amukwaya was in her mid-
twenties with no dependants. 
Kapenda lived in Otjiwarongo, a town approximately 200 kilometres to the north of Windhoek. She lived 
with her civil servant parents, and her younger siblings, like her, were dependent on the parents. She 
graduated in 2014 with a Bachelor’s degree and on 7 May 2015, 15 June 2015 and 20 October 2015 I 
interviewed her. She was in her mid-twenties and single and one would presume that she had no 
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dependants; however, she alluded during one of the interviews that she hoped to help her parents and 
siblings when she finds employment. 
Lizel had been working in Windhoek for at least two years when I interviewed her on 30 April 2015 and 
27 May 2015. She graduated from university with a Bachelor’s degree in 2011 and Honours degree in 
2014. During her time as a university student, she was offered a scholarship on condition that she would 
work for the offering organization on completing her studies. She accepted the offer and joined the 
organization on completion of her studies. However, she kept looking for better employment 
opportunities. Lizel was a mother of one and she was in her late twenties at the time of the interviews. 
Koch and I had an interview on 8 May 2015. He gave as little information as he could during the 
interview. Koch had a secondary school certificate (Grade 12) and was in his early twenties when the 
interview occurred.  
On 3 June 2015, 20 October 2015 and 21 October 2015 I interviewed Ndapewa, who graduated in 2015 
with a Bachelor’s degree. She was unemployed and still living with relatives at the time of the interviews. 
She was born and grew up in Windhoek, and had never been out of Windhoek for more than a month in 
her life. She was in her mid-twenties at the time of interviewing. 
Peneyambeko allowed for interviews on 3 June 2015 and on 21 October 2015; she was in the final year of 
her Bachelor’s degree and had never worked except doing internship, which was mandatory in her 
studies. She graduated in early 2016. 
I interviewed Hafeni and Paulina once each on 20 October 2015 and 26 October 2015 respectively. 
Hafeni, a man and Paulina, a woman were both in their mid-twenties, single and living with relatives.  
One other man trying to get himself out of unemployment was Ndilinawa. This pseudonym means ‘I am 
fine’, in the local Oshiwambo language, but he was not fine; many times he had gone online to look for 
work without success, he had visited employers’ premises and gone to recruitment agencies but he could 
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not find a job. Interviews between me and Ndilinawa occurred on 4 June 2015 and 20 October 2015. 
Ndilinawa was in his late twenties at the time of the interviews. 
On 4 June 2015 and twice on 20 October 2015 I had interviews with Namupala who was at the time 
studying for a Bachelor’s degree. He was looking for employment to support his studies, reasoning that 
having working experience by the time he finishes his studies would give him competitive advantage in 
the job market when he finished his studies.   
Hailonga’s interview with me came on 15 June 2015; another interview was on 27 October 2015. In the 
intervening time between the interviews, Hailonga got a job in one of the government’s companies. He 
was in his mid-twenties and in the second year of his Bachelor’s degree studies.  
Like many who consented to taking part in the research, Shakela was in her mid-twenties when I 
interviewed her on 27 October 2015. She originally came from Oshakati, a town north of Windhoek, and 
was working and studying at the same time. She never used a recruitment agency in searching for a job, 
but relied on social media to look for employment and found Facebook to be the most helpful, as people 
shared vacancies and organizations used social media to publicise their vacancies. 
4.3 Objects of Concern for Jobseekers 
Objects of concern are constructs about which jobseekers act in resolving the main concern (fit) (See 
Sections 4.4.1 and 4.4.2). The label ‘objects of concern’ was used in this study to refer to information 
technology, jobseeker, job and job provider after it emerged that jobseekers’ behaviour in this research 
revolved around how the four of them fit. The labelling was a retrospective process. I did not preconceive 
that these four objects of concern existed or were essential in resolving jobseekers’ concerns.  
4.3.1 Attributes of Objects of concern 
Attributes of objects of concern either are intrinsic (intrinsic attributes of objects of concern) or 
constructed (constructed attributes of objects of concern). Intrinsic attributes of objects of concern are 
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constant e.g. attibutes of the objects of concern which exist, on the other hand constructed attributes of 
objects of concern are the outcome of interpretation e.g. likeability (the jobseeker can be likeable or not 
likeable depending on the assessor of likeability) (see section 4.4). Interpretation results in assignation of 
values to properties of the attributes of objects of concern. Figure 5 is a conceptual depiction of an object 
of concern and its attributes, in which the object of concern has attributes Attribute 1, Attribute 2, 
Attribute 3 until Attribute n where n is an arbitrary whole number indicating the number of attributes of 
the object of concern. 
 
 
Figure 5: Object of Concern and its Attributes 
Each attribute can have a range of values, which it can take (e.g. for the object of concern called 
jobseeker, the attribute called ‘qualification’ can have values like certificate, diploma, degree, etc). 
4.4 Derivation of Interpreting Fit 
 




Interpreting Objects of Concern Tracking Objects of Concern 
Object of Concern 
Attribute 1 Attribute 2 Attribute 3 Attribute n 
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Interpreting fit is a process by which jobseekers gave meaning to the main concern (fit) in e-recruitment. 
Two subcategories of interpreting fit emerged from the data, namely interpreting objects of concern and 
tracking objects of concern (see Figure 6). 
According to jobseekers, fit occurs when objects of concern (jobseeker, job, job provider and information 
technology) have suitable values in their properties. The jobseeker has to be content with values in his/her 
properties relative to the specifications of a job, and be content with values in his/her properties relative to 
the job provider’s and be content with values in his/her properties relative to the information technology.  
Objects of concern have properties to which values are attachable.  
Interpreting objects of concern is a process by which jobseekers assign values to the properties of objects 
of concern. Data used by jobseekers informs them on values they assign to properties of objects of 
concern. Interpreting objects of concern also defines how jobseekers measure the status of objects of 
concern against ideal values of fit. 
When necessary, jobseekers have the capacity to change values of properties for some objects of concern 
when those values lack fit with ideal values. Jobseekers change values of properties of objects of concern 
through a process of tracking objects of concern. While jobseekers have capacity to track objects of 
concern by changing properties on themselves and information technology, they rarely have capacity to 
change values of properties of jobs and job providers. If changing values of properties is beyond the 
capacity of jobseekers, they search for an alternative object of concern (e.g. another information 
technology) with desirable property values. Interpreting fit captures the aggregate process of interpreting 
objects of concern and tracking objects of concern.  
There was little if any training on job-hunting for the jobseekers and much of what they did was through 
interpreting the appropriate action to perform, possibly based on previous experiences, experiences 
related by others, interpretation of situations, or intuition.  
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Table 14 presents the inventory of categories that define interpreting fit. In this case, starting concepts are 
open codes, followed by high abstraction levels through open categories namely Interpreting Objects of 
concern and Tracking Objects of concern, which constitute categories of Interpreting Fit. Thus, the first 
column of  Table 14 has open codes, second column has subcategories, and third column has the category.  
 
Open Codes 
(The next section will show how these emerged) 
Subcategories of Interpreting Fit Category 
information technology use is convenient, information 
technology is efficient, information technology defines 
modernity, traditional approach is viable, traditional 
approaches are effective, blend of traditional and 
technological approaches is effective, information 
technology is restrictive  
Interpreting Objects of 
Concern 
(Or Interpreting jobseeker, 
job, job provider and 
information technology) 
Interpreting Fit 
 Tracking Objects of Concern 
Table 14: Derivation of Interpreting Fit (Jobseekers) 
In the following subsections, I explain the subcategories, namely Interpreting Objects of concern and 
Tracking Objects of concern. When data provides an indicator to an open code, I will write down the label 
for the open code and underline it, additionally I write down a short description of the corresponding 
indicator (e.g. label of open code – description of indicator).  
4.4.1 Interpreting Objects of Concern 
The collective or main story of jobseekers includes how they interpreted objects of concern. Interpreting 
objects of concern has four subcategories, namely interpreting information technology; interpreting the 
job, interpreting the job provider, and interpreting the jobseeker (see Figure 7 and Appendix H). This 
section provides details on the emergence of codes from data on jobseekers. Appendix H gives more 
details on how open codes resulted in the category interpreting objects of concern and its subcategories. 
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Figure 7: Subcategories of Interpreting Objects of Concern - Jobseekers 
4.4.1.1 Interpreting information technology 
Mandume started job-hunting after attaining a Diploma in information technology at university. He was 
dropping off curriculum vitae and other documents physically at the various offices of recruiting 
organizations and he realised he was spending a lot of time moving from place to place when he could 
submit applications online (traditional approach is inconvenient - interpreting information technology). 
He then switched to online job-hunting after reasoning that it was more economic in terms of time and 
other resources than traditional approaches (information technology use is convenient - interpreting 
information technology). He said he realised that with online job-hunting at times replies were immediate 
(information technology is efficient - interpreting information technology). Added to immediate responses 
Mandume added that online systems were fair in management of large volumes of applications 
(information technology is fair - interpreting information technology). As an exemplar of immediate 
response after applying for a job, Mandume told of his application for a job in one mobile phone network 
provider, which the provider responded to immediately (information technology is efficient - interpreting 
information technology). Mandume also said mobile phone network providers seek to be at the cutting 
edge of information technology more than other industries and that way they exude modernity 
(information technology defines modernity - interpreting information technology).  
Mandume and other jobseekers e.g. Kandombo, Kapenda, Lizel, John, and others used an online service 
which presented a number of vacancies from different organizations (information technology use is 
convenient - interpreting information technology) and they had to request to apply for the jobs. Upon 
Interpreting the 
Job Provider 
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request, the administrators of the website communicated the status of the application to the applicant via 
email or the applicant’s account on the website. After that stage, administrators would use traditional 
means including face-to-face meetings if necessary (information technology leads to traditional 
approaches - interpreting information technology) for further interaction with the jobseekers.  
Hangula’s incessant application for job positions using information technologies resulted in him being 
invited to face-to-face interviews with recruiters (information technology-aided approach is viable - 
interpreting information technology). Jobseekers supported their blending of recruitment approaches by 
saying the online system did not provide them the freedom to convince the employer of their potential 
because the questions were pre-set and restrictive (information technology is restrictive - interpreting 
information technology). Jobseekers (Amukwaya, Chris, Hafeni, and Hailonga) said that online systems 
sometimes left them wishing the system would give them ample space to sell themselves to recruiters for 
jobs on offer (information technology is restrictive - interpreting information technology).  
Josephine, Kandombo, Mandume and Kauna indicated that their sources of job advertisements were 
newspapers, online job boards, and traditional social networks (information technology helps recruitment 
- interpreting information technology). They found newspapers to be helpful and they preferred job 
advertisements that redirected them to some Internet platform for more details and application tools 
(information technology helps in recruitment – interpreting information technology). In fact, they asserted 
that electronic means were taking over functions of the physical post office (information technology is 
replacing traditional means - interpreting information technology).  
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Figure 8: Derivation of Interpreting Information Technology 
By using the concept-indicator model (Glaser, 1978, p. 62) I diagrammatically (see Figure 8), show how 
indicators in data led to codes and codes led to the open category Interpreting information technology. In 
addition to Figure 8, Appendix H gives further details on codes on interpreting technology. 
4.4.1.2 Interpreting the job 
Some jobseekers settled for internships, like Mandume who said he had found somewhere to go and 
spend the day, it was not a job in the sense he understood a job (job not fitting jobseeker perception - 
interpreting the job) but more like an internship. He pointed out that what he was earning per month at his 
current job could not get him through the month (job does not fit jobseeker’s wants - interpreting job). 
Other jobseekers were also in the same situation (see Appendix H). Figure 9 captures how open/initial 
codes resulted in derivation of interpreting fit. 
Technology is economic in terms of time 
and other resources. 
Vacancies from different organizations in 
one place. 
Technology use is 
convenient 
Technology allows immediate responses. 
Technology is efficient 
Exude modernity by being at the cutting 
edge of technology. 





Getting a job by applying for jobs 
online and then do face-to-face 
interviews. 
Sources of job advertisements were 
newspapers, online job boards, and 
traditional social networks. Blending means is 
effective 
Technology taking over 
In fact, he asserted that electronic means 
were superseding the physical post office. 
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Figure 9: Derivation of Interpreting the Job 
4.4.1.3 Interpreting the job provider 
Kandombo, Kazembiri and Namupala reasoned that when recruitment websites’ administrators use 
traditional means of interaction, they will be trying to know more about the applicant (job provider wants 
to know - interpreting job provider). Jobseekers provided information to website administrators in the 
hope that availability of such information to job providers would improve the jobseeker’s chances of 
recruitment. But still jobseekers (Mandume, Hangula, John and Josephine) supported blending of 
recruitment approaches by saying the online system did not provide them the freedom to convince the 
employer of their potential because the questions were pre-set and restrictive (job provider is restricting - 
interpreting the job provider). On seeing some job advertisements, they said they felt like the recruiters 
had designed the job specifications to fit the jobseekers’ individual profiles (job provider is helpful - 
interpreting the job provider), hence the need for space to convince the recruiter to hire them. Unlike 
jobseekers who needed space to convince the recruiters, certain groups of people (e.g. previously 
disadvantaged people) were encouraged to apply for some jobs by the job providers, and Mandume’s 
perspective on encouraging certain groups of people to apply in job advertisements implied a biased 
recruitment process (job provider biasing - interpreting job provider). Koch, Lizel, Loice and other 
jobseekers, also expressed suspicion of biased recruitment, and believed that such bias prevented them 
from being recruited. Lack of working experience was also indicated as a contributing factor in reducing 
the jobseekers’ chances of recruitment (job provider wanting experienced jobseekers - interpreting job 
Job does not fit 
…he had found somewhere to go and spent 
the day, it was not a job in the sense he 
understood a job. He pointed out that what he was earning at 
his current job could not get him through 
the month. 
…he adjudged himself and the job to be 
perfect matches. Job fitting jobseeker 
Interpreting the job Indicators 
Indicators 
Concepts 
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provider). However, Shakela and Shilongo reasoned that there is a possibility of employers employing 
someone who does not have experience when ideal applicants are unavailable or as part of internship, (job 
provider is helpful - interpreting job provider). Figure 10 shows how indicators contributed to the 
derivation of interpreting job provider. 
 
Figure 10: Derivation of interpreting the job provider (Jobseekers) 
4.4.1.4 Interpreting the jobseeker 
All jobseekers conveyed their employment status (jobseeker stating position - interpreting jobseeker). 
They also gave information on what they wanted to benefit from interaction with information technology 
and a job (recognising own wants/needs - interpreting jobseeker). Jobseekers’ needs and wants were not 
always met, and they had to compromise e.g. Mandume was staying at a job for the experience (wanting 
experience - interpreting jobseeker) he was gaining from the job, which would support his ongoing job 
Interpreting the job provider Indicators Indicators 
Concepts 
job provider wants to 
know 
When recruitment websites’ 
administrators use traditional means 
of interaction, Mandume reasoned 
that they will be trying to know more 
about you 
job provider is 
restricting 
Mandume supported his blending of 
recruitment approaches by saying the 
online system did not provide him the 
freedom to convince the employer of 
his potential because the questions 
were pre-set and restrictive 
job provider biasing 
 
I prompted for Mandume’s 
perspective on encouraging certain 
groups of people to apply in job 
advertisements and his response 
indicated that such adverts implied a 
biased recruitment process 
Maybe, then they will consider taking 
you irrespective of the experience which 
they asked for. 
(Jobseeker) reasoned that the recruitment 
website’s administrators try to know more 
about you and give you the chance to know 
more about the job advertised. 
Job provider is helpful 
Some organizations hire qualified 
university graduates for training before 
appointing them for specific jobs. 
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hunt as job providers wanted people with experience to fill their job vacancies. Penehafo, Peneyambeko, 
Quinton and Saara among other jobseekers asserted having acquired knowledge (jobseeker is 
knowledgeable - interpreting jobseeker) and skills from practical subjects (jobseeker is skilled - 
interpreting jobseeker) during their academic training. However, Shivute said knowledge attained in class 
and skills associated with practical subjects do not compare to what he would get from working in the 
environment of employment. Shivute felt his skills attained at university were not enough until they were 
tested and improved when he gets a job or internship (jobseeker is inexperienced - interpreting 
jobseeker). But, both Mandume and Shivute indicated that their academic training influenced their 
preference for electronic communication in recruitment to the traditional post office alternatives 
(jobseeker prefers electronic communication - interpreting jobseeker). Figure 11 gives a schematic 
diagram summary of derivation of interpreting the jobseeker. 
 
 
Figure 11: Derivation of Interpreting the Jobseeker 
jobseeker knows 
Without experience, Mandume said as a 
recent graduate, he had the knowledge 
from class. 
Shivute felt his skills attained at university 
were not enough until they were tested and 
improved when he gets a job or internship 
He was staying at the job for the 
experience because he wanted to gain 
experience to support his ongoing job 
hunt as job providers wanted people with 
experience to fill their job vacancies. 
jobseeker is 
experienced/inexperienced 
…he adjudged himself and the job to 
be perfect matches. 
jobseeker fits the job 
Mandume and Shivute preferred electronic 
communication in recruitment to the 
traditional post office alternatives. 
jobseeker prefers 
electronic communication 
Mandume asserted having acquired 
knowledge and skills from practical subjects  
in his university studies. 
jobseeker is skilled 
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4.4.2 Tracking Objects of Concern 
After deriving the category of interpreting objects of concern, I observed indicators in the data showing 
how jobseekers tried to adjust their current state or the state of other objects of concern to meet 
specifications of a job or nature of job provider. The category that captures the process by which objects 
of concern align to the information technology of recruitment (tracking the information technology), the 
job on offer (tracking the job) and job provider (tracking the provider) is tracking objects of concern. 
Figure 12 shows tracking objects of concern and its subcategories. 
 
Figure 12: Subcategories of Tracking Objects of Concern - Jobseekers 
4.4.2.1 Tracking information technology 
Jobseekers indicated processes related to their pursuit of relevant, effective and affordable information 
technologies. Shilongo bemoaned jobseekers’ limited access to the Internet because its costs were beyond 
their financial means (noting the necessity of information technology-tracking information technology). 
She pointed out that the inaccessibility of the Internet results in jobseekers missing opportunities. 
According to Peneyambeko, jobseekers overcome this by checking for advertisements in newspapers 
before going online if directed by job advertisements in newspapers (job redirecting jobseeker to 
information technology - tracking information technology). However, Kapenda, whose home was in 
Katima Mulilo, which is approximately 1200km  northeast of Windhoek (Namibia’s capital city, which in 
general provides much employment opportunities) said popular newspapers in the country came to 
Katima Mulilo on Mondays, Wednesdays and Fridays only. Kapenda said jobseekers in remote locations 
overcame the inaccessibility of newspapers by having job advertisements in newspapers sent to them by 




Tracking the Job Tracking the 
Jobseeker 
Tracking the Job 
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friends and relatives via email or WhatsApp (channelling to information technology - tracking 
information technology). Kapenda moved to Otjiwarongo to improve her access to information 
technology (moulding – tracking the information technology) and better her chances of recruitment 
success since Otjiwarongo is only less than three hundred kilometres from Windhoek.  Thus, jobseekers 
go where the information is, and according to Kauna, there is no loyalty to a specific information 
technology (selecting information technology – tracking information technology), technologies are used 
as long as she gets to where the jobs are.  Figure 13 is a schematic diagram to capture the derivation of 
tracking information technology. 
 
Figure 13: Derivation of Tracking Information technology (Jobseekers) 
4.4.2.2 Tracking the job 
Kapenda, like many other jobseekers in this research, mentioned the lack of feedback after having applied 
for jobs, but she had a way of getting feedback. When the recruiter’s feedback did not come as expected, 
Kapenda visited the linkedIn.com platform to check if any of the other jobseekers indicated that he/she 
got the job (networking - tracking the job). I also noted that connected members on linkedIn.com get 
notifications when an individual in their network has a new job (networking - tracking the job). Thus, 






She moved to Otjiwarongo to improve her 
access to technology. 
Moulding 
Kapenda said jobseekers in remote 
locations overcame the inaccessibility 
of newspapers by having job 
advertisements in newspapers sent to 
them by friends and relatives via 
email or whatsup. 
 
Redirection 
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overcome this by checking for 
advertisements in newspapers before 
going online as directed by the 
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Many jobseekers had concerns about meeting specifications of an ideal candidate given in job 
advertisements. The recruiter inevitably turned down jobseekers who did not meet the specifications in 
the advertised job. In cases where she did not get recruited, Lizel wanted to know why she had not been 
recruited because she would use such information to improve her job seeking efforts (moulding - tracking 
the job). Moulding is a process, which resulted in objects of concern improving their value in the 
recruitment process. Lizel was an employee of a large organization as I mentioned earlier and when the 
organisation appointed her to a new post in the same organization, she started planning to get 
certifications relevant to her new appointment, which she said would give her required experience in her 
job-hunting (moulding - tracking the job). Although she was employed, Lizel kept looking for 
employment in other organisations as she reasoned that her experience would give her a chance at getting 
a better job than her current one (recycling experience - tracking the job).  
Kauna considers the use of online means to hunt for jobs as a matter of-course but she says there are extra 
requirements like driver’s licence requirement that comes often in the job vacancies she sees and as such 
she was working on getting her driver’s licence (moulding -  tracking the job). Figure 14 shows the 
derivation of tracking the job using data on jobseekers. 
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Figure 14: Derivation of Tracking the Job 
 
4.4.2.3 Tracking the job provider 
Jobseekers preferred to work for certain organizations (job providers) more than others. Shivute preferred 
to work for an organization with people capable and willing to train him, because he needed skills and 
experience to put him in good standing in job-hunting (networking - tracking the job provider). 
Kazembiri noted that she could not change the nature of an organization but she could adapt to an 
organisation’s needs (moulding - tracking the job provider). On the same note, Mandume said he had role 
models in different organisations and if an organization had one of his role models then he would 
consider working for that organisation (networking - tracking the job provider). Instead of role models, 
some organizations were preferable than others because they had good reputations and Penehafo preferred 
working for telecommunication organizations to other organizations (moulding - tracking the job 
provider). Chris allowed recruitment agencies to choose where to submit his applications for employment 
as long as his profile met the requirements for the job advertised (delegating - tracking the job provider). 
Other jobseekers, mostly employed, would target a set of employers in a particular industry and keep 
submitting applications whenever those employers advertised a job vacancy (recycling - tracking the job 
provider). Figure 15 shows the emergence of tracking the job provider. 
Tracking the Job Indicators 
Indicators 
Concepts 
According to Kauna, there is no loyalty to 
a particular technology, she says as long as 
she gets to where the jobs are. 
Networking 
Kauna considers the use of online means to hunt 
for jobs as a matter of-course but she says there 
are extra requirements like driver’s licence 
requirement that comes often in the job 
vacancies she sees and as such, she was working 
on getting her driver’s licence. 
She also kept on looking for employment 
in other organisations as she reasoned that 
her experience would give her a chance at 
getting a better job than her current one. 
Recycling 
Moulding 
Lizel was an employee of a large organization as 
I mentioned earlier and when the organisation 
appointed her to a new post in the same 
organization, she started planning to get 
certifications relevant to her new appointment, 
which she said would give her required 
experience in her job-hunting Lizel was in the employ of a large 
organization as I mentioned earlier and 
when the organisation appointed her to a 
new post in the same organization, she 
started planning to get certifications 
relevant to her new appointment. 
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Figure 15: Derivation of Tracking the Job Provider  
4.4.2.4 Tracking the jobseeker 
Jobseekers observed trending attributes of successful jobseekers. They observed that jobseekers who 
continuously improve their qualifications are likely to succeed (moulding - acquiring knowledge). 
However, Shivute said knowledge attained in class and skills associated with practical subjects do not 
compare to what he would get from working in the environment of employment (moulding - acquiring 
skills). Kazembiri added that she needed to adapt to the organization if she was to be suitable for a post in 
an organisation (moulding - adapting to nature of organisation). Chris, Kapenda, and others indicated that 
having job experience improved one’s chances of recruitment (moulding - acquiring experience) because 
employers wanted people with experience to fill their job vacancies. Derivation of tracking the jobseeker 
is summarised in the schematic diagram in Figure 16. 
 




Shivute preferred to work for an 
organization with people capable and 
willing to train him, because he needed 
skills and experience to get a job  
Chris allowed recruitment agency to 
choose where to submit his applications for 
employment as long as his profile met the 
requirements for the job advertised. 
delegating 
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telecommunication organizations than other 
organizations. 
Kazembiri noted that she could not change an 
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target a set of employers in a particular 
industry and keep submitting applications 
whenever those employers advertised a job 
vacancy 
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Figure 16: Derivation of Tracking the Jobseeker 
4.5 Derivation of Positioning for Fit 
Positioning for fit captures how jobseekers occupied vantage space for the purposes of resolving theor 
main concern (fit or lack thereof). Positioning for fit is a process by which jobseekers established 
themselves at a position (cyber position, physical position or psychological position). Cyber position, 
physical position and psychological position are online space, physical/tangible space/place, and a mental 
space respectively, which one can occupy. 
Positioning for fit has three subcategories, namely seeking a position, registering a position and affirming 
a position (Figure 17). 
 
Figure 17: Subcategories of Positioning for Fit - Jobseekers 
As in the previous section on the emergence of interpreting fit, this section starts with the open codes and 
moves on to the high abstraction categories namely seeking a position, registering a position and 
affirming a position, which constitute  positioning for fit.  
Tracking the Jobseeker 
Moulding 
Data on Mandume indicates that he was staying 
at the job to gain experience because employers 
wanted people with experience to fill their job 
vacancies. 
Kazembiri added that she needed to adapt to 
the organization if she was to be suitable for a 
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In the following subsections, I explain the categories, namely seeking a position, registering a position 
and affirming a position. As in section 4.4, I will distinguish labels of open codes associated with each 
indicator in the data by underlining them and giving a short description of the corresponding indicator 
soon after the label of the open code (e.g. label of open code – description of indicator). 
4.5.1 Seeking a Position 
Derivation of seeking a position is done indirectly, through derivation of waving the placard and 
requesting a position, which are its subcategories. Once the subcategories are derived, their super-
category is derived. This section provides details on the derivation of waving the placard and requesting a 
position, which are subcategories of seeking a position.   
 
Figure 18: Subcategories of Seeking a Position - Jobseekers 
4.5.1.1 Waving a Placard 
Waving a placard is a signalling process used by jobseekers to look for positions (physical, cyber or 
psychological). Waving a placard initiates the search for a position. The label is a result of observing how 
jobseekers in Namibia stand by roadsides and vicinities of hardware shops waving placards with the 
jobseekers’ skill-set written on them in an attempt to attract passers-by who may have wanted to recruit 
(seeking attention – seeking psychological position). At times, jobseekers wave the tools of their trade e.g. 
paint brushes, joinery tools and so forth (seeking attention – seeking psychological position). The same 
concept is adopted online by jobseekers, when they register on job providers’ websites and professional 
websites - they present their skills, experience and other relevant details (seeking attention – seeking 
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psychological position) (see Figure 19). Figure 19 is an extract from www.linkedIn.com indicating that 
information technology helps jobseekers find positions in a network when automated messages requesting 
connection are send to other network users (seeking connection – waving a placard). Kapenda, Lizel and 
other jobseekers placed unsolicited job applications (seeking attention – seeking psychological position). 
Once attention was granted to the jobseeker, connection usually followed. 
 
Figure 19: Seeking a Position on a Network 
Data on Kapenda and other jobseekers indicates that jobseekers at times initiated requests for meetings 
with recruitment agencies (seeking attention – seeking psychological position). In those meetings, the 
jobseeker engaged the job provider (seeking connection – waving a placard). 
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Figure 20: Derivation of Requesting for a Position (Jobseekers) 
Mentioning current position is a manifestation of suitability for a similar position in the same or other 
organization. Thus, such mentioning or waving the placard, can be interpreted as seeking a position (see 
Figure 20). 
4.5.1.2 Requesting for a Position 
Jobseekers request seen and/or advertised positions (responding to availed position – requesting for a 
position) as Penehafo and Kapenda related in stories of their job seeking experiences. Ndilinawa, 
Namupala and Hailonga applied only for advertised positions at the time this researcher collected data 
(responding to availed position – requesting for a position). Figure 21 shows the derivation of requesting 
for a position. 
 




The same concept is adopted online by 
jobseekers, when they register on job providers’ 
websites and professional websites-they present 
their skills, experience and other relevant details 
The label is a result of observing how 
jobseekers in Namibia stand by roadsides and 
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connection are send to other network users 
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Figure 21: Derivation of Requesting for a Position (Jobseekers) 
4.5.2 Registering a Position 
Registering a position is the process of taking occupancy of a position, which serves as proclamation of 
occupancy of the position by the jobseeker. The gerund used, that is, ‘registering’ comes from the process 
that jobseekers go through to attain a position online. The data revealed that registering a position carries 
the assumption that people define a position relative to other entities. Registering a position has three 
subcategories, namely registering a cyber-position, registering a physical position and registering a 
psychological position. 
 
Figure 22: Subcategories of Registering a Position (Jobseekers) 
4.5.2.1 Registering a Cyber - Position 
Kapenda, as related in the previous section moved to Otjiwarongo to improve her networking, as there 
was better access to mobile networks and newspapers in Otjiwarongo. However, it was not enough to be 
in Otjiwarongo, as she had to have presence on the mobile network platforms and the Internet, which she 
did by registering at least one account on www.whatsapp.com, on www.facebook.com (registering on 
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social networks - registering a cyber-position) and on www.linkedIn.com (registering on professional 
network - registering a cyber-position) among other online presences. Shilongo indicated that the online 
registration processes conducted on employee recruitment websites (registering on job provider websites 
- registering a cyber-position) was too long for her liking.  
Jobseekers who preferred online job seeking supplied their personal details on professional websites like 
www.linkedIn.com (registering on professional network - registering a cyber-position). Jobseekers e.g. 
Mandume, Quinton, Saara and Kandombo had accounts on www.linkedIn.com (registering on 
professional network - registering a cyber-position) and profiles accompanying the accounts contained 
declarations of items of identity such as employment status and current job post held. All participant 
jobseekers in this research owned (or had access to) mobile phones connected to mobile communication 
networks, (registering on mobile network - registering a cyber-position) which they used for 
communication and accessing the Internet. Figure 23 shows the derivation of registering a cyber-position. 
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Figure 23: Derivation of Registering a Cyber-Position 
4.5.2.2 Registering a Physical Position  
Registering a physical position is a process of being physically present and giving first signal of presence 
after absence from the geographic physical position. Many jobseekers (Kauna, Kandombo, Josephine, 
Penehafo, Shilongo, Amukwaya, Peneyambeko and Hafeni) in this research originated from places out of 
the capital city - Windhoek but relocated to Windhoek to look for opportunities and jobs (relocating - 
registering a physical position). Kapenda moved to Otjiwarongo (relocating - registering a physical 
position) to improve her networking as Otjiwarongo is less than three hundred kilometres from 
Windhoek. Kapenda made frequent visits to Windhoek for recruitment purposes (visiting a place - 
registering a physical position). She said the right place to be was Windhoek but she could not afford to 
stay in Windhoek because of the associated expenses. In Windhoek, jobseekers also visited job providers 
Registering on social 
network 
However, it was not enough to be in 
Otjiwarongo, she had to have presence on 
the mobile network platforms and the 
Internet, which she did by registering at 
least one Whatsup account, a facebook 
account 
However, it was not enough to be in 
Otjiwarongo, she had to have 
presence on the mobile network 
platforms and the Internet, which she 
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nearest to them (visiting a place - registering a physical position) in search of employment. Figure 24 is a 
schematic representation of the derivation of registering a physical position. 
 
Figure 24: Derivation of Registering a Physical Position 
4.5.2.3 Registering a Psychological Position 
Registering a psychological position involves a human entity making a mental note of something. 
Josephine said she visits job providers in person because she thought a physical meeting stays in the mind 
much longer than a cyber-meeting alone (non-cyber communication with job providers - registering a 
psychological position). She also emailed her curriculum vitae to two banks so that they keep the 
curriculum vitae for review in the event of a vacancy arising (cyber-communication with job providers - 
registering a psychological position). Both cases require some human entity noting the stored recruitment 
details. Every jobseeker formulated his/her mental self-image in the recruitment sphere (non-cyber 
communication with jobseeker - registering a psychological position). Jobseekers staying outside 
Windhoek wanted to see vacancies advertised in newspapers so they asked friends and relatives who 
stayed in Windhoek to email, www.whatsapp.com or www.facebook.com vacancies those to them (non-






I observed that many jobseekers in this 
research initially lived in places out of the 
capital city - Windhoek but relocated to 
Windhoek to hunt for jobs. 
Kapenda moved to Otjiwarongo to 
improve her networking as 
Otjiwarongo is less than three 
hundred kilometres from Windhoek. 
Kapenda made frequent visits to 
Windhoek for recruitment purposes. 
Visiting In Windhoek, jobseekers also visited job 
providers nearest to them in search of 
employment. 
University of Cape Town 
PhD Thesis (2019)     99               Mike Abia 
 
cyber communication with jobseeker, cyber-communication with job providers - registering a 
psychological position). Figure 25 captures the derivation of registering a psychological position. 
 
Figure 25: Derivation of Registering a Psychological Position 
4.5.3 Affirming a Position 
Affirming a position is a category, which captures how jobseekers maintain positions after attaining them. 
Waving a placard and networking are the subcategories of affirming a position (see Figure 26). 
      
Figure 26: Subcategories of Affirming a Position (Jobseekers) 
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4.5.3.1 Waving a Placard 
Unlike under seeking a position, waving a placard under affirming a position serves to establish 
continued presence in a position. Mandume used email or telephone to follow up on some of the 
applications for job positions he made (signalling unchanged position – waving a placard). Professional 
websites like www.linkedIn.com broadcast notifications and updates on account owners’ activities to 
connected accounts (notifying and updating – waving a placard) (see Figure 27). 
 
Figure 27: Reminding of Psychological Position 
Figure 27 shows that the persons suggested hold positions of Head – IS Projects, Analyst Programmer 
and Investment Associate (notifying and updating – waving a placard), while Figure 28 shows the 
derivation of waving the placard. 
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Figure 28: Derivation of Waving the Placard 
 
4.5.3.2 Networking 
The profiles connected to a jobseeker affirm one’s position in job seeking. Jobseekers connected to 
recruitment stakeholders and professionals through accounts on www.linkedIn.com (connecting  -  
networking). Professional websites like www.linkedIn.com broadcast notifications and updates on 
www.linkedin.com account owner’s activities and other aspects to accounts of fellow www.linkedin.com 
subscribers e.g. job anniversaries, job changes etc. (communicating – networking). I also personally 
received requests for connection to my network from research participants (requesting connection – 
networking) as shown in Figure 29. 
Signaling unchanged 
position 
Mandume used email or telephone to 
follow up on some of the applications for 
job positions he made. 
Waving a placard Indicators 
Indicators 
Concepts 
I observed that these accounts broadcast 
notifications and updates on the owner of 
the account’s activities and other personal 
aspects 
Notifying and updating 
Figure 27 shows that the persons 
suggested are holding positions of Head – 
IS Projects, Analyst Programmer and 
Investment Associate 
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Figure 29: Example of Affirming a Position 
Figure 30 is a diagrammatic representation of the derivation of networking by jobseekers. 
 
 
Figure 30: Derivation of Affirming a Position 
4.6 The Purpose of Jobseekers’ Behaviour (Pursuing Fit) 
I concluded that the purpose served by interpreting fit and positioning for fit was to achieve fit between 
the different objects of concern. The process of achieving fit is what I called pursuing fit in this study. A 




Connecting Jobseekers connected to recruitment 
stakeholders and professionals through 
accounts on www.linkedIn.com 
I observed that these accounts broadcast 
notifications and updates on the owner of 
the account’s activities and other 
personal aspects 
Communication 
I also received requests for connection to 
my network from research participants 
Requesting Connection 
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4.7 Summary of the Chapter 
After this chapter’s introduction, a description of the participant jobseekers in the research followed. It 
then presented the objects of  concern for jobseekers, emergence of categories from data related to the 
jobseekers and e-recruitment. The chapter showed the derivation of interpreting fit and positioning for fit. 
The chapter also gives pursuing fit as core category in e-recruitment from the perspective of the 
jobseekers and recruitment agencies. The next chapter applies the same GTM approach as in this chapter 
with respect to recruitment agencies. 
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CHAPTER 5: FINDINGS ON RECRUITMENT AGENCIES DATA 
5.1 Introduction 
This chapter is similar to the previous chapter in structure. However, the analysis in this chapter was done 
after selective codes had emerged from the analysis in Chapter 4. I analysed the recruitment agencies data 
at hand and from the broad range of codes that emerged, noticed and selected codes that closely related 
with or were the same as codes in Chapter 4.  The chapter gives profiles of recruitment agencies without 
compromising their privacy and confidentiality. Since objects of concern were defined in Chapter 4, this 
chapter states the objects of concern for recruitment agencies. As stated in Chapter 4, these objects of 
concern emerged during the derivation of interpreting fit, which in this chapter takes place in Section 5.4. 
Details on the derivation of interpreting fit are included in Appendix I. (i) and those for derivation of 
positioning for fit are in Appendix I. (ii). The chapter closes with a summary.  
5.2 Recruitment Agencies 
I collected and analysed data from three recruitment agencies to which pseudonyms Posh, DevSite and 
TalentScout were given. I interviewed employees of the recruitment agencies in the period 29 July 2015 
to 11 August 2015. I also consulted other sources of data (e.g. websites, social media platforms, etc.). 
Jobseekers also provided information on recruitment agencies, and I observed recruitment agencies to 
acquire more data. Paragraphs below describe Posh, DevSite and TalentScout; Posh and TalentScout had 
physical offices in Windhoek while the physical location of DevSite was not apparent from its online 
presence. 
Posh mainly focussed on helping jobseekers new on the job market. It had at least four dedicated staff 
members whose tasks included liaising with both employers and job seekers. The agency ran a website 
and was visible on other online platforms e.g. www.facebook.com, www.linkedIn.com and 
www.twitter.com. However, information on some of these platforms was outdated, in some cases by more 
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than a year. I collected data on Posh by observation, interviewing jobseekers and a Posh staff member 
named Loini (pseudonym) and an intern named Judith (pseudonym). 
Jobseekers interviewed in this study mentioned DevSite many times. DevSite had a vibrant website but 
there was no physical location for the agency. Regardless, jobseekers provided information I was able to 
use in the research. In addition, I collected data on DevSite’s website and from jobseekers who had 
experience with DevSite. 
TalentScout had visibility online and jobseekers of various technical literacy levels made use of it. Its 
emphasis was on satisfying its clients (employing organizations) by providing them with the most suitable 
candidate for their vacancies. Aside from the data provided by jobseekers on TalentScout I had an 
interview with Sheron (pseudonym), a recruitment officer in the agency.  
5.3 Objects of Concern for Recruitment Agencies 
Recruitment agencies, like jobseekers, had a number of objects of concern about e-recruitment, namely 
information technology, job, client, candidate and recruitment agency (themselves).  
5.4 Derivation of Interpreting Fit 
Interpreting fit is a category that captures how recruitment agencies interpret the semantics of concepts. A 
fitting semantic representation is one that all or at least the majority of the stakeholders of the concept 
espouse. Analysis of data associated with recruitment agencies indicated interpreting fit through emergent 
open codes. Interpreting fit entails that recruitment agencies need to interpret the information technology 
of employee recruitment, interpret the candidate, interpret the job, interpret the client offering the job and 
interpret the recruitment agency (themselves). 
The following sub-sections explain the process of derivation of interpreting fit. The derivation starts with 
derivation of open codes from data. Open codes are then categorised to form subcategories of interpreting 
fit (see Appendix I). Interpreting fit and its constituent subcategories are shown in Figure 31. 
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Figure 31: Subcategories of Interpreting Fit - Recruitment Agencies 
The subcategories of interpreting fit, namely interpreting objects of concern and tracking objects of 
concern have their own subcategories (Appendix I), which were derived from classifying open codes as 
detailed in the coming sections. In the derivation process, when data provided an indicator to an open 
code, I wrote down the label for the open code and underlined it, additionally I wrote down a short 
description of the indicator (e.g. label of open code – description of indicator) (see sections below). 
5.4.1 Interpreting Objects of Concern 
This category captures the way recruitment agencies evaluated concepts in recruitment. As in the case of 
jobseekers, interpreting objects of concern has subcategories based on what recruitment agencies are 
interpreting, these categories are; interpreting the information technology, interpreting the job, 
interpreting the client, interpreting the candidate and interpreting self (see Figure 32).  
 
 
Figure 32: Subcategories of Interpreting Objects of concern (Recruitment Agencies) 
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5.4.1.1 Interpreting the Information technology 
Recruitment agencies in this research viewed electronic information technology of recruitment as time 
and labour efficient (information technology is efficient – positive interpretation). Loini, an officer at 
Posh, told of how electronic information technology allowed Posh to receive and file many curriculum 
vitae received from jobseekers and documents received from client organizations (information technology 
is convenient – positive interpretation). Looking at Posh’s www.facebook.com account, I observed that it 
used the account to post available job positions, advertise future training workshops for candidates and 
provide information on job-hunting in general (information technology is efficient – positive 
interpretation). 
TalentScout viewed its website as a meeting place for jobseekers (candidates), employing organizations 
(clients), specialists in job and candidate assessment and itself (information technology is convenient – 
positive interpretation). Thus, the website had web pages for candidates, clients, candidate and job 
assessment, and web pages about TalentScout (describing information technology – neutral 
interpretation). The website was an interface for communication between TalentScout and its 
stakeholders through blogging and emailing (describing information technology – neutral interpretation). 
Registration on the website by candidates and clients enabled the recruitment agency to build a network 
that included jobseekers and clients (information technology is convenient – positive interpretation). At 
the time of the research, TalentScout had not linked its website to any social networking site; however, 
they had an active www.facebook.com account on which they posted job vacancies, and allowed other 
www.facebook.com account holders to share information with them and with each other (information 
technology is convenient – positive interpretation). 
DevSite operated a website on which it posted jobs from other recruitment websites (information 
technology is convenient – positive interpretation). It viewed its website as a way of collaborating with 
other recruitment agencies and recruiters by helping in publicising available job positions (information 
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technology is convenient – positive interpretation). DevSite offered free advertising of vacancies for 
anyone on their website. Similar to TalentScout, DevSite’s website had web pages for recruiters, 
jobseekers and space for other commercial advertisements (describing information technology – neutral 
interpretation). DevSite’s www.facebook.com account supported its website by redirecting Internet users 
from its www.facebook.com account to the DevSite website (information technology is convenient – 
positive interpretation). Figure 33 and Figure 34 are examples of how DevSite used its 
www.facebook.com account to redirect users. 
 
Figure 33: Redirecting Users (DevSite on www.facebook.com) 
 
 
Figure 34: Redirecting Users (DevSite on www.facebook.com) 
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DevSite used its www.twitter.com account to redirect Internet users to DevSite’s website as shown in 
Figure 35 (information technology is convenient – positive interpretation). After giving the title of the 
job, DevSite put the link (uniform resource identifier (URI)) to its website (information technology is 
convenient – positive interpretation). 
 
Figure 35: Redirecting Users (DevSite on www.twitter.com) 
DevSite also redirected users from its www.linkedIn.com account to its website, which increased traffic 
to its website, over which it had more control than the control it had over social media platforms 
(information technology is convenient – positive interpretation).  
DevSite, like other recruitment agencies, did not emphasise redirection from its website to social media 
platforms (avoiding inconvenience of information technology – negative interpretation). The minute link 
icons on its website as shown in Figure 36 indicate this lack of emphasis on redirection from DevSite’s 
website to social networking websites (avoiding inconvenience of information technology – negative 
interpretation).  
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Figure 36: Diminutive Links to Social Networking Websites 
Loini from Posh lamented the lack of effectiveness of their website and wondered why jobseekers were 
not keen on using their website (information technology is ineffective – negative interpretation). In 
comparison, Loini said stakeholders of Posh used its social networking accounts like www.facebook.com 
more than its website (information technology is preferable – neutral interpretation). On Posh’s 
www.facebook.com account, job advertisements and other information appear in full with a few 
redirections of users to other websites (information technology is sufficient – positive interpretation). 
Figure 37 gives a snippet from Posh’s www.facebook.com account. 
Links to social networking 
websites 
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Figure 37: Redirection to Posh’s Website 
I observed that sometimes recruitment agencies e.g. Posh, provided scanty details of job vacancies on 
social media platforms accompanied by a link to the agency’s website which would have details on the 
vacancy (information technology gives freedom – positive interpretation). Loini said jobseekers indicated 
that they got information about Posh via www.facebook.com or from friends and acquaintances 
(information technology is a supporting tool – positive interpretation). I checked the www.facebook.com 
account of Posh on 24 May 2017 and there were 514 likes by users of www.facebook.com as shown in 
the caption in Figure 38, which means since the account’s creation in 2015 it had received at least 514 
visits. 
 
Figure 38: Number of Likes on Posh’s www.facebook .com Page 
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Posh opened an account on www.twitter.com in March 2015, and on 25 May 2017, it had 40 tweets, 114 
followers and it was following 125 twitter users. See caption in Figure 39. 
 
Figure 39: Posh Twitter Numbers 
Means of recruitment were traditional in many cases. TalentScout explicitly stated that it prefers meeting 
each of the jobseekers personally to have face-to-face conversations and have a better understanding of 
the jobseeker (information technology is a supporting tool – positive interpretation). At Posh, Loini 
emphasised the importance of meeting jobseekers and clients in person and to that end Posh arranged a 
number of workshops where jobseekers met employers to share experiences and expectations 
(information technology is a supporting tool – positive interpretation). 
The newspaper was a means used by recruitment agencies to advertise vacant job positions and in many 
cases the advertisements would redirect the jobseekers to websites or to the physical locations of the 
recruitment agencies, (information technology is a supporting tool – positive interpretation). I did not 
witness any case of redirection from online information technology to a traditional source of information 
e.g. newspaper (information technology is sufficient – positive interpretation). 
On confronting the data on information technology of recruitment, I realised that determination of 
efficacy of information technology is done before or after use of the information technology. The general 
perception by jobseekers and recruitment agencies in Namibia is that electronic information technology 
always results in efficient and effective execution of tasks (information technology is efficient – positive 
interpretation), however, evidence shows that recruitment agencies are selective of the activities on which 
they apply electronic information technology in recruitment (information technology is a supporting tool 
– positive interpretation).  
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Recruitment agencies viewed the use of information technology as a sign of modernity (information 
technology is modernity – positive interpretation). While recruitment agencies recognise the value of tried 
and tested traditional recruitment means, they observe the fading of some traditional recruitment activities 
like postal communication (information technology is taking over recruitment activities (traditional 
means fading) – positive interpretation).  Figure 40 gives a portrayal of the emergence of interpreting 
information technology. 
 
Figure 40: Derivation of Interpreting Information technology  
5.4.1.2 Interpreting the Job 
Interpreting the job by a recruitment agency contributed to the definition of a job profile. TalentScout 
indicated that its purpose was to understand the job the client had to offer and understanding the job 
(understanding the job – neutral interpretation) allowed the recruitment agency to formulate the profile 
of the ideal candidate (representing the job – neutral interpretation). According to information on 
TalentScout’s website, contextual understanding of a job specification was of relevance in recruitment 
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(contextualising the job – neutral interpretation). Thus, TalentScout interpreted a job in the context of the 
recruiter’s culture and needs. 
Loini from Posh said that different titles were sometimes used for the same job in different organizations 
(contextualising the job – neutral interpretation). Much of what makes the job is the environment and the 
aspirations of those around the job (contextualising the job – neutral interpretation), she continued. I 
observed that TalentScout placed job adverts on their www.facebook.com but not much on their website 
and one www.facebook.com user’s comment captures that preference in Figure 41, which is an extract 
from TalentScout’s www.facebook.com account (job fits social media advertising – neutral 
interpretation). 
 
Figure 41: Vacancies Details not Available on Website 
Evidently, whether TalentScout revealed vacancy details on the website or not, my inference was that the 
nature of the job title and the few details revealed on www.facebook.com were sufficient to redirect the 
candidate from www.facebook.com to TalentScout’s website (job is attractive – positive interpretation). 
The recruitment agency interpreted the job to be capable of encouraging candidates and other visitors to 
their www.facebook.com page to visit their website (job is attractive – positive interpretation). 
Interpreting the job was a way of measuring the quality of the job and DevSite indicated on its website 
that it did basic quality checks on the jobs posted for advertisement on its website (evaluating the job – 
neutral interpretation). Figure 42 shows the derivation of interpreting the job.  
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Figure 42: Derivation of Interpreting the Job (Recruitment Agencies) 
5.4.1.3 Interpreting the Client 
Recruitment agencies agreed that interpreting the job without knowledge of the client was insufficient for 
the purposes of recruitment (understanding the client – neutral interpretation). TalentScout had it on its 
website that it strived to understand the client to aid the recruitment process (understanding the client – 
neutral interpretation). TalentScout encouraged face-to-face meetings with clients and through such 
meetings understood the client (understanding the client – neutral interpretation). Clients funded 
TalentScout’s business model, therefore interpreting the client allowed TalentScout to provide custom-
made services to the client (fitting the client – positive interpretation). 
DevSite, whose services were free had little pressure to interpret clients. Donations funded DevSite’s 
operations and anyone was free to post a vacancy advert, including individual persons subject to 
DevSite’s quality checks (fitting the client – positive interpretation). Job vacancy advertisements from 
Interpreting the job Indicators 
Indicators 
Concepts 
understanding the job TalentScout indicated that it purposes 
to understand the job the client has 
and understanding the job 
…allows the recruitment agency to 
formulate the profile of the ideal 
candidate 
representing the job 
contextualising the job 
According to information on 
TalentScout’s website, contextual 
understanding of a job specification is 
of relevancy in recruitment 
Loini said that at Posh, they recognise 
a job with the same title in different 
organisations is not necessarily the 
same job 
Loini said that at Posh, they recognise 
a job with the same title in different 
organisations is not necessarily the 
same job 
job is attractive 
It is my conclusion that the 
recruitment agency interpreted the job 
to be capable of encouraging 
candidates and other visitors to their 
www.facebook.com page to visit their 
website 
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other recruitment agencies appeared on DevSite’s www.facebook.com page with logos and other insignia 
of those recruitment agencies, meaning DevSite’s clients included other recruitment agencies. DevSite 
helped in publicising the vacancies (fitting the client – positive interpretation). 
Posh took every opportunity to publicise vacancies to its candidates. Posh organised workshops where 
candidates, Posh staff and Posh’s industry partners met and in these workshops Posh could get a better 
understanding of their industry partners (understanding the client – neutral interpretation). Loini from 
Posh indicated that at times their organization understood some industry partners through publications in 
the newspapers or other news sites online (understanding the client – neutral interpretation). Figure 43 
gives a succinct representation of the derivation of interpreting the client. 
 
Figure 43: Derivation of Interpreting the Client 
 
Clients fund TalentScout’s business 
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5.4.1.4 Interpreting the Candidate 
TalentScout’s website revealed that TalentScout interpreted candidates based on various information 
gathered on them. Candidates registered with TalentScout by providing curriculum vitae, certificates of 
identity, skills certificates and reference letters (identifying the candidate – neutral interpretation). 
TalentScout included face-to-face or telephonic interviews with candidates as part of the candidates’ 
registration process (identifying the candidate – neutral interpretation). The interviews gave TalentScout 
an opportunity to get information about the candidate over and above what the candidate provided in the 
registration documents and curriculum vitae (describing the candidate – neutral interpretation). 
TalentScout described candidates based on information gathered on them and helped each candidate 
based on his/her description (distinguishing candidates – neutral interpretation). Aside from personalised 
help TalentScout provided to candidates, it also published on its website tips for candidates on how to 
prepare curriculum vitae, how to conduct oneself in an interview and other tips (candidates have technical 
knowledge (to use Internet) – positive interpretation).   
TalentScout’s www.facebook.com posts showed that it profiled candidates based on pre-determined 
personality types (distinguishing candidates – neutral interpretation). TalentScout at times involved 
specialist personality profiling organizations in interpreting candidates’ personality types because it 
viewed personality types as indicators of the candidate’s likelihood of success at certain types of jobs or 
organizations (distinguishing candidates – neutral interpretation).  
According to information on its website, Posh kept a database of candidates’ details gathered when the 
candidates registered with it (describing candidates – neutral interpretation). Posh interpreted the 
submitted details to understand candidates’ personalities with the aim of submitting the details to a 
suitable employer (matching candidates with clients – positive interpretation). Interpretation of the 
candidates’ details enabled Posh to identify areas where candidates needed help (identifying candidates’ 
needs – positive interpretation). Posh, like TalentScout, emphasised meeting candidates in person as part 
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of the registration process and candidate interpretation process. Posh invited candidates for workshops on 
recruitment and in such workshops, Loini said, Posh took the opportunity to classify candidates by age, 
generation etc. (distinguishing candidates – neutral interpretation). 
DevSite’s registration process involved candidates entering personal details online and supplying an email 
address for DevSite to use during the validation of the candidate’s registration (identifying candidate – 
neutral interpretation). Other information on candidates collected by DevSite included employment 
history, educational background and salary expectation (describing candidates – neutral interpretation), 
which according to DevSite’s website, was collected for DevSite to have a better understanding of the 
candidate’s needs and hence improve DevSite’s service to the candidates (distinguishing candidates – 
positive interpretation). The website used cookies, which generated personalised interaction between the 
candidate and the website based on the candidate’s personal details (distinguishing candidates – positive 
interpretation). Figure 44 captures the derivation of interpreting the candidate. 
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Figure 44: Derivation of Interpreting the Candidate 
5.4.1.5 Interpreting Recruitment Agency 
Statements on its website indicated that TalentScout viewed itself as the preferred recruitment agency in 
Namibia (recruitment agency competing – positive interpretation). It was convinced that it provided 
personalized services to facilitate the meeting of its clients and candidates (recruitment agency facilitating 
recruitment – positive interpretation). TalentScout also viewed its activities as targeted and improving 
interaction between employees and employers (recruitment agency personalising recruitment – positive 
interpretation). Contact details provided by TalentScout indicated that its stakeholders could use both 
electronic and traditional means to contact it (recruitment agency provides choices – positive 
interpretation). TalentScout considered itself an agency that gave a helping hand in matters of 
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development for both clients and candidates and to that effect, it availed to both several tips and online 
help on recruitment (recruitment agency facilitating recruitment – positive interpretation). 
DevSite, based on its “About Us” web page, viewed itself as having the biggest recruitment website in 
Namibia (recruitment agency competing – positive interpretation), which had the capacity to allow 
jobseekers to get notifications of available jobs via email and enabled jobseekers to apply online 
(recruitment agency competing – positive interpretation). 
Posh indicated that it was affiliated to a public sector organization and its goal was to facilitate the 
relationship between employers and jobseekers (recruitment agency facilitating recruitment – positive 
interpretation). Facilitation was part of helping new jobseekers prepare to be effective employees 
(recruitment agency facilitating recruitment – positive interpretation). Over and beyond recruitment Posh 
aimed to develop emerging jobseekers in line with international trends (recruitment agency modernising – 
positive interpretation). The international trends, Loini said, included using information technology as an 
aid in recruitment and she lamented how jobseekers were not using Posh’s website. Although Posh 
emphasised use of information technology, (recruitment agency modernising – positive interpretation) it 
considered other sections in its parent organization as responsible for maintaining its website. Information 
technology provided stakeholders in recruitment access to Posh. Physical presence in the form of offices 
was available for stakeholders who preferred traditional ways of recruitment (recruitment agency 
blending means – positive interpretation). Figure 45 captures the derivation of interpreting the 
recruitment agency. 
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Figure 45: Interpreting Recruitment Agency 
5.4.2 Tracking Objects of Concern 
After interpreting objects of concern, namely the information technology, job, client, candidate and 
recruitment agency, recruitment agencies noted trends in the states and behaviours of the objects of 
concern. The category that captured the manifestation of trends is tracking objects of concern, which 
emerged with five subcategories, namely tracking the information technology, tracking the job, tracking 
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Figure 46: Subcategories of Tracking Objects of Concern (Recruitment Agencies) 
Recruitment agencies noted trends in information technology which helped in job seeking (tracking 
information technology), trends in the jobs offered (tracking the job), trends in the providers of the jobs 
(tracking the client), trends in the behaviour and nature of candidates (tracking the candidate) and trends 
in their own states and behaviours (tracking the recruitment agency). The following subsections elaborate 
on derivation of the subcategories and hence the derivation of tracking objects of concern. 
5.4.2.1 Tracking Information Technology 
When TalentScout started it used traditional means in recruitment, but approximately half a decade after 
its creation, it noted the increased use of information technology (shifting to technology – following 
trends, redirecting – following demand). Information technology was also finding its way to the 
jobseekers, who started blending traditional means with information technology (blending – blending 
information technology and tradition). Although TalentScout noted the shift to information technology 
use, it also noted that traditional ways were still being used (blending – blending information technology 
and tradition). 
Data from DevSite demonstrated the trend to towards social media like www.linkedIn.com, 
www.facebook.com and www.twitter.com (shifting to social media (technology) – following trends). 
Agencies were realising that increasingly mobile applications and gadgets were being used (shifting to 
mobile technology – following trends). Recruitment agencies indicated their intention to shift operations 
to online platforms, however they noted that traditional means were still valuable (blending – blending 
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information technology and tradition).  Online presence needs support (noting technology – following 
trends), Posh noted, but according to Loini, the support was below the expected level.  
After creating a www.twitter.com account and posting its first tweet Posh foresaw the future of its 
technology to be in the use of www.facebook.com (exploring alternative technologies – opining one 
technology to be better than the other). Figure 47 shows the derivation of tracking information 
technology. 
 
Figure 47: Derivation of Tracking Information Technology - Recruitment Agencies 
5.4.2.2 Tracking the Job 
Recruitment agencies followed and predicted trends in the job market, including trends in the evolution of 
jobs (following and predicting job evolution – notice trends in job evolution). They also followed and 
predicted patterns of job availability through the years (following job availability patterns – which jobs 
become available at different times of the year). Agencies followed patterns in changes to the 
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approximately half a decade after its 
creation, it noted the increased use of 
information technology 
Shifting to technology 
Online presence needs support, Posh 
noted, but according to Loini, the 
support was below the expected level. 
Noting technology 
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specifications of many job types in the job market (following job evolution – which jobs become available 
at different times of the year). Agencies also realised that constant communication with employers or 
clients gave them information on jobs to be availed in future (networking – communicating with clients). 
Recruitment agencies followed one client or another on www.twitter.com or befriended one client or 
another on www.facebook.com or connected with clients on www.linkedin.com in order to gather 
information on trends in creation and nature of jobs (networking – linking with clients).  
Agencies often sought to get information from their clients on plans to create jobs (networking – 
investigating on future job plans). They followed economic indicators, recognised economic reports, and 
used such data to predict creation of jobs (predicting job creation trends – analysing data to forecast job 
creation). Intuition also played a part in agencies’ efforts to follow the course of job opportunities 
(predicting job creation trends – analysing data to forecast job creation). Partnerships allowed Posh to 
get jobs at periodic times for the internship-seeking section of its candidates, and also to get notifications 
when jobs arose in the partner organizations (networking – communication with job sources). Figure 48 
shows codes for tracking the job and corresponding indicators. 
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Figure 48: Derivation of Tracking the Job (Recruitment Agencies) 
5.4.2.3 Tracking the Client 
Recruitment agencies got jobs from clients and TalentScout financed its business operations by charging 
clients. Thus, it was essential for recruitment agencies to track clients and potential clients. Recruitment 
agencies followed patterns in clients’ needs and wants (following needs patterns – following client needs 
and wants) and also predicted these (predicting needs and wants – predicting client needs and wants) so 
as to be able to serve them well. TalentScout put much effort in trying to attract clients for recruitment 
activities (networking – attracting clients). Through its web-presence and reviews on its 
www.facebook.com account, TalentScout allowed clients to observe that it had the candidates that clients 
were looking for (networking – attracting clients). In addition to its use of the Internet, TalentScout 
visited the physical locations of potential clients if and when necessary to convince the potential client to 
be a client (networking – attracting clients). 
Tracking the Job Indicators 
Indicators 
Concepts 
predicting job creation 
trends 
 
They followed economic indicators, 
recognised economic reports, and 
used such data to predict creation of 
jobs. 
Intuition also played a part in 
agencies’ efforts to follow the course 
of job opportunities. 
They also followed patterns of job 
availability through the years. 
following job 
availability patterns 
Partnerships allowed Posh to get jobs 
at periodic times for internship 
seeking section of its candidates and 
also get notifications when jobs arose 
in the partner organizations 
networking 
Agencies sought to get information 
from their clients on plans to create 
jobs. 
Recruitment agencies followed and 
predicted trends in the job market, 





Agencies followed patterns in 
changes to the specifications of many 
job types in the job market. 
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DevSite targeted other recruitment agencies as potential clients (recycling clients –having clients of 
clients). Job vacancies were posted on its website, and channelled to its www.facebook.com account, 
www.twitter.com account, and www.linkedIn.com account (networking – attracting clients).   
Posh had a substantial catalogue of clients and on its website it encouraged industry and commerce to 
register with it (networking – establishing contact with clients). Through workshops, telephonic 
conversations, traditional means and online activities Posh successfully sought for clients (networking – 
communication). The derivation of tracking the client is summarised in Figure 49. 
 
Figure 49: Derivation of Tracking the Client 
5.4.2.4 Tracking the Candidate 
There was no shortage of jobseekers in Namibia, but what recruitment agencies looked for were 
jobseekers with qualities that fitted jobs the agencies got from their clients (selecting suitable candidates 
– choosing from many). The number of suitable candidates overwhelmed some jobs and only fine margins 
Tracking the Client 
Indicators Indicators 
Concepts 
TalentScout mentions on its website, 
reputable organisations as part of its 
clients in an effort to convince the 
potential client that it is credible to 
associate with TalentScout 
Networking 
Posh had a substantial catalogue of 
clients and on its website encourages 
industry and commerce to register 
with it 
Recruitment agencies followed patterns in 
clients’ needs and wants. 
Following needs 
patterns 
Recruitment agencies followed 
patterns in clients’ needs and wants 
and also predicted clients’ needs and 
wants  so as to be able to serve them 
well. 
Predicting needs and 
wants 
DevSite targeted other recruitment 
agencies 
Recycling 
DevSite went beyond the conventional 
boundaries of a client by including other 
recruitment agencies 
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separated the candidates (selecting suitable candidates – choosing from many), while with some jobs it 
was very difficult to find suitable candidates (searching for candidates – choosing from many); either way 
the recruitment agencies realised the need to attract candidates (attracting candidates – attracting suitable 
candidates).  
On its website, TalentScout emphasised meeting each candidate in person as part of the candidate 
registration process (networking – encouraging candidates to connect), but this could only take place if 
TalentScout managed to find potential candidates and convince them to register (networking – 
encouraging candidates to connect). TalentScout provided contact details in the form of physical address, 
email address and telephone number on all its online platforms, and it also had its number in the 
traditional telephone directory (networking – encouraging candidates to connect).  
DevSite provided online registration space to candidates (networking – encouraging candidates to 
connect). By providing such space for candidates to share information on jobs they were looking for 
DevSite tried to give what other recruitment agencies were not giving (networking – encouraging 
candidates to connect). Other services provided by DevSite to incentivise candidates to register with it 
included online job notifications to registered candidates via emails and social media accounts like 
www.facebook.com (networking – encouraging candidates to connect). 
Potential candidates were many for Posh as it dealt with the youth (the majority of jobseekers in 
Namibia), but it had to encourage them to use its services (inviting – encouraging candidates to connect). 
Posh tried to appeal to this generation of candidates by going online (networking – reaching out to 
candidates), however it did not abandon the tried and tested traditional means of recruitment after 
reasoning that its target candidates did not always have the means to stay online all the time. Posh held 
workshops (advertised on social and other media) aimed at linking its clients with its candidates and 
potential candidates and at the same time taking the opportunity of the workshop to convince potential 
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candidates to register with it (networking – reaching out to candidates). Figure 50 illustrares the 
derivation of tracking the candidate. 
 
Figure 50: Derivation of Tracking the Candidate 
5.4.2.5 Tracking Recruitment Agency 
Recruitment agencies defined themselves by their identity (often contained in their mission, vision, and 
values), whether explicitly stated or otherwise; and the behaviour of recruitment agencies to honour that 
self-definition. The envisioned ideal recruitment agency was the object to be pursued by the recruitment 
agencies (tracking recruitment agency). 
TalentScout focussed its recruitment activities on three major urban areas namely Windhoek, Walvis Bay 
and Swakopmund (following delimits on geography of operation – delimiting geographic area of 
operation). It sought to go beyond clients’ and candidates’ expectation in recruitment service provision 
and be ahead of all other recruitment service providers in Namibia (following agency’s service goals – 





The number of suitable candidates 
overwhelms some jobs and only fine 
margins separate the candidates 
There is no shortage of jobseekers in 
Namibia, but what recruitment 
agencies look for are jobseekers with 
qualities that suit jobs the agencies 
get from their clients 
DevSite provided registration space 
to candidates online 
TalentScout on its website 
emphasised meeting each candidate 
in person as part of candidate 
registration process, but this can only 
take place if TalentScout manages to 
find potential candidates and 
convince them to register. 
networking 
Posh tried to appeal to this 
generation of candidates by going 
online 
either way the recruitment agencies 
realise the need to attract candidates 
attracting candidates 
Potential candidates were many for 
Posh as it dealt with the youth and 
the majority of jobseekers in 
Namibia are the youth, but it had to 
encourage them to use its services 
inviting 
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aiming for set service goals). TalentScout strove to go beyond expectations by gaining knowledge on its 
clients’ corporate culture through physical visits and face-to-face meetings with them (following agency’s 
service goals – aiming for set service goals). It also ranked respect for candidates highly and enshrined 
that in its website pages, and stated that having face-to-face interviews with its candidates as a step in the 
registration process allowed it to understand its candidates’ expectations (following agency’s service 
goals – aiming for set service goals). 
DevSite focussed on simplicity in its website and free advertising of jobs on its website (following 
agency’s information technology philosophy – aiming at simplicity). Considering that jobs posted on 
DevSite’s website were quickly replicated on social media platforms it can be inferred that DevSite 
strived to make its operations effective (following agency’s effectiveness goals – aiming for set 
effectiveness). 
Posh’s website aimed at linking early career jobseekers, industry and training practitioners and providing 
working and learning opportunities for post-secondary school jobseekers (following agency’s networking 
goals – aiming for set networking goal). Posh valued integrity, professionalism and excellence in its 
operations. Posh sought to maintain progress in its performance by benchmarking against best practice. 
Figure 51 shows the derivation of tracking the recruitment agency. 
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Figure 51: Derivation of Tracking Recruitment Agency 
5.5 Derivation of Positioning for Fit 
Positioning for fit is a category that captures how recruitment agencies positioned themselves. 
Recruitment agencies positioned themselves to get the best of information technology, jobs, clients, 
candidates and themselves. Three subcategories define positioning for fit, namely seeking a position, 







It sought to go beyond clients and 
candidates’ expectation in 
recruitment service provision and be 
ahead of all other recruitment service 
providers in Namibia following agency’s 
service goals 
DevSite focussed on simplicity on 
its website and free advertising of 
jobs on its website 
TalentScout ranked respect for 
candidates highly and enshrined that 
in its website pages and stated that 
having face-to-face interviews with 
its candidates as a step in the 
registration process allows it to 




following delimits on 
geography 
TalentScout focussed its recruitment 
activities on three major urban areas 
namely Windhoek, Walvis Bay and 
Swakopmund 
Posh’s website, it aimed at linking 
early career jobseekers, industry 
and training practitioners and it had 
dedication to providing working 
and learning opportunities for post-
secondary school jobseekers 
following agency’s 
networking goals 
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Figure 52: Subcategories of Positioning for Fit – Recruitment Agencies 
The following subsections explain these three subcategories. As in section 5.4, when data provides an 
indicator to an open code, the label for the open code will be written and underlined, additionally I give a 
short description/explanation of the open code (e.g. label of open code – description of indicator) (see 
sections below).  
5.5.1 Seeking a Position 
Recruitment agencies sought geographic positions, cyber positions and psychological positions, which 
help in the resolution of lack of fit. However, instead of waving the placard they engaged in advertising 
to get a position or requesting for a position.  
 
Figure 53: Subcategories of Seeking a Position – Recruitment Agencies 
5.5.1.1 Advertising 
On its website, TalentScout indicated that it visited its potential clients for face-to-face meetings 
(soliciting for a position – wooing the potential client to gain psychological position). In addition to client 
visits, TalentScout posted job adverts in newspapers and along with the adverts, it invited clients to do 








Seeking a Position 
Advertising Networking 
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business with it (soliciting for a position – wooing the potential client to gain psychological position). 
TalentScout also redirected potential clients from the newspapers and websites to its offices for help with 
recruitment services (wooing for a position – wooing the potential client to gain psychological position). 
DevSite allowed other recruitment agencies to post job adverts on its website and such goodwill indicated 
its presence and availability to help in the operations of recruitment agencies (soliciting for a position – 
wooing the potential client for a psychological position). DevSite, by allowing any organization with a 
job to advertise to use its platform, made the organisations think about using its services (soliciting for a 
position – wooing the potential client for a psychological position).  
Posh informed potential clients that it did not require payment for the services it provided and by so doing 
attracted clients (incentivising for a position – giving services for free to gain psychological position in 
potential client). Posh organised joint workshops between clients, itself, and candidates at which they 
discussed recruitment and other topics (networking for a position – networking with potential clients to 
gain psychological position). 
TalentScout captured the attention of candidates by advertising preferable jobs and offering to help 
candidates get those jobs (incentivising for a position – giving services for free to gain psychological 
position in candidate). On its website and on www.facebook.com TalentScout advertised itself to 
candidates and clients alike as an organization that was reliable in recruitment and recruitment-related 
services (soliciting for a position – wooing the potential client for a psychological position). Advertising 
its name did not end online for TalentScout: when I visited its premises, I observed a clear billboard 
advertising TalentScout’s name which directed visitors to its offices (soliciting for a position – wooing 
the potential client for a psychological position). Inside the offices, there were wall posters advertising 
TalentScout’s name and recruitment services it offered (soliciting for a position – wooing the potential 
client for a psychological position). 
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DevSite also provided an online system, which candidates found simple and easy to use and it was free 
(incentivising for a position – giving services for free to gain psychological position in candidate). See 
Figure 54 for diagrammatic representation of derivation of Advertising to get a Position. 
 
Figure 54: Derivation of Advertising to get a Position 
5.5.1.2 Networking 
DevSite made its name memorable to the candidates by posting statements on popular social networking 
platforms like www.linkedIn.com, www.twitter.com and www.facebook.com (communicating – 
networking to get a position). 
Posh hosted workshops in an effort to link candidates and industry. The workshops captured the attention 
of candidates (conferring – networking to get a position). Posh arranged its workshops by advertising on 
social media, calling and emailing candidates (communicating – networking with candidates to gain 
psychological position). See Figure 55 for a diagrammatic representation of the derivation of networking. 
Advertising to get a Position Indicators 
Indicators 
Concepts 
DevSite makes its name memorable to 
the candidates by posting adverts on 




Posh arranges its workshops by 
advertising on social media, calling 
and emailing candidates 
networking for a 
position 
TalentScout captures the attention of 
candidates by advertising preferable 
jobs and offering to help candidates 
get those jobs 
 
incentivising for a 
position 
DevSite also provides an online 
system, which candidates find simple 
and easy to use and it is free 
TalentScout also redirects potential 
clients from the newspapers and 
websites to its offices for help with 
recruitment services 
soliciting for a position 
Advertising its name does not end 
online for TalentScout. When I 
visited its premises, I observed a 
clear billboard advertising its name 
and directing visitors to its offices 
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TalentScout, like DevSite and Posh had presence on social networking platforms and relied on word of 
mouth to connect with stakeholders. 
 
Figure 55: Derivation of Networking – Recruitment Agencies 
5.5.2 Registering a Position 
Registering a position is about anchoring or making claim of a particular portion of space (position) in a 
physical, cyber, psychological or other positional sense. Recruitment agencies registered positions in 
several ways, both electronically and traditionally. The subcategories of registering a position are; 







conferring Posh did workshops in an effort to 
link candidates and industry 
captured the attention of candidates. 
… posting statements on popular social 
networking platforms… 
…calling and emailing candidates 
communicating 
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Figure 56: Subcategories of Registering a Position – Recruitment Agencies 
5.5.2.1 Registering Cyber-Position 
Recruitment agencies established their online presence in varying ways and to varying degrees. 
TalentScout registered a website, created email accounts and social media accounts on 
www.linkedIn.com, and www.facebook.com (creating account – by registering online). Occasionally, 
TalentScout took space in daily traditional newspapers when it advertised jobs. DevSite published a 
website (claiming cyber location – registering online). In addition to the website, DevSite like 
TalentScout created social media accounts on www.linkedIn.com, www.twitter.com and 
www.facebook.com (claiming cyber  location – registering online). Posh created social media accounts in 
the form of www.linkedIn.com, www.facebook.com and www.twitter.com (claiming cyber  location – 
registering online) and web pages (publishing  location – registering online). All three recruitment 
agencies had registered online domain names (creating account – registering a domain). 
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Figure 57: Derivation of Registering Cyber-Position - Recruitment Agencies 
5.5.2.2 Registering Physical Position 
TalentScout had physical office space (acquiring physical space – renting or buying office space) and its 
phone and physical location details were in the business information directories of Namibia, traditional 
phone directory (publishing physical space – leasing traditional media  space) and online. TalentScout 
registered several positions in a number of ways; it registered a post office box number (acquiring 
physical location – renting or leasing physical location) in Windhoek where its stakeholders came for its 
services. The physical location was close to a main road and was easily accessible from several directions 
by road. Posh had physical premises close to town and to major roads. Both TalentScout and Posh 
occupied their premises for purpose of their recruitment activities (occupying physical space – relevant 
presence in physical space). Figure 58 gives a diagrammatic representation of registering physical 
position. 
 
Registering Cyber-Position Indicators 
Indicators 
Concepts 
TalentScout created email accounts and 
social media accounts on 
www.linkedIn.com, and 
www.facebook.com. 
DevSite created social media 
accounts 
Creating online account 
All three recruitment agencies had 
registered domain names. 
publishing DevSite published a website  
Posh created web pages inside its 
parent company’s website. 
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Figure 58: Derivation of Registering Physical Position – Recruitment Agencies 
5.5.2.3 Registering Psychological Position 
Recruitment agencies employed several approaches to get noticed and remembered by recruitment 
stakeholders. Posh’s adverts appeared in press and on radio (advertising – putting advertisements out). 
Sheron of TalentScout invited me to “like” them on www.facebook.com and give a review of their 
services on the Internet (claiming expertise – having many positive reviews). Other recruitment agencies 
also indicated that they had been assisting with recruitment for a long time (claiming expertise – having 
extensive experience). The recruitment agencies also announced online many of their current and previous 
“well served” (claiming expertise – having extensive experience) clients (claiming attractiveness – having 
many clients). DevSite said it was the best in the country (comparing favourably – being the best). The 




Registering Physical Position 
Both TalentScout and Posh occupied 
their premises for purpose of their 
recruitment activities. 




TalentScout had physical office 
space. Publishing physical 
space 
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details were in the business 
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Figure 59: Derivation of Registering Psychological Position – Recruitment Agencies 
5.5.3 Affirming a Position 
Affirming a position captures how recruitment agencies maintained positions after registering them. 
Publicising occupancy and protecting a position are the subcategories of affirming a position (Figure 60), 
which was meant to strengthen a recruitment agency’s hold on a position among other goals. 
 
Figure 60: Subcategories of Affirming a Position – Recruitment Agencies 

















Posh’s adverts appeared in press and 
on radio 
Sheron of TalentScout, requested the 
researcher to like them on 
www.facebook.com and give a 
review of their services on the 
Internet 
Claiming expertise 
Other recruitment agencies also 
indicated that they have been 
assisting with recruitment for a long 
time. 
Claiming attractiveness Posh included a list of its current and 
previous clients on its website. 
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5.5.3.1 Publicising Occupancy of Position 
Publicising occupancy of a position is a subcategory, which captures how recruitment agencies made it 
known to stakeholders in recruitment that the recruitment agency occupied a particular position.  
TalentScout had its mission, vision and values posted on its website for all to see (publishing position 
details – by posting them online). It also provided information on its physical location, services it 
provided, and clients it served on the same website (publishing position details – by posting them online). 
The same information was sometimes availed in newspapers and marketing material produced by 
TalentScout (distributing position details – by providing them to newspapers). 
DevSite, like TalentScout made its occupation of cyber-position visible to Internet users (publishing 
position details – by posting them online). It reached out to people, sharing the nature and state of its 
position by defining the services it provided to clients. Sharing of information on the nature and state of 
its position was done online, in newspapers and other media (distributing position details – by providing 
them to varied media). 
Aside from being online to announce its positions and services, Posh also relied on word of mouth to 
publicise its positions (distributing position details – by providing them to varied media). Loini from Posh 
requested me to give a review of Posh online because it would help bring stakeholders’ attention to Posh 
(networking – having a third party publicising details). Posh distributed marketing material during 
workshops and at any time to visitors to its offices (distributing position details – by providing them to 
stakeholders). Posh had what it called ‘partners’ to help in distributing information about its positions  
(distributing position details – by providing them to stakeholders).  
As part of publicising their positions, all three recruitment agencies established networks with 
stakeholders by having connections either on www.linkedIn.com, or friends on www.facebook.com or 
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followers on www.twitter.com (networking – having a third party publicising details). Figure 61 shows 
the derivation of publicising occupancy of a position.     
 
Figure 61: Derivation of Publicising Occupancy – Recruitment Agencies 
5.5.3.2 Protecting a Position 
Registering an account on www.linkedIn.com, www.facebook.com or www.twitter.com requires a 
recruitment agency to create a password and keep it secret (concealing access – by using password). 
Recruitment agencies maintained secrecy of passwords for as long as they wanted to maintain their cyber 
positions otherwise rogue elements could compromise their online presence (concealing access – by using 
password). All recruitment agencies put measures in place to protect their positions from competitors e.g. 
cyber-positions were protected using passwords, encryption of data, etc and physical positions were 
protected using perimeter walls, guards, etc (securing a position – using physical and technological 
means) and monitored using closed-circuit television (CCTV), guards, alarms, etc. 
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Aside from being online to announce 
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help bring stakeholders’ attention to 
Posh 
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Providing satisfactory services to stakeholders meant recruitment agencies were able to maintain positions 
in the psyche of stakeholders and keep their networks alive (serving satisfactorily – keeping position of 
service). Figure 62 shows the derivation of protecting a position. 
 
Figure 62: Derivation of Protecting a Position – Recruitment Agencies 
5.6 The Purpose of Recruitment Agencies’ Behaviour (Pursuing Fit) 
I concluded that the purpose served by recruitment agencies’ behaviour is to achieve fit between the 
different objects of concern. The process of achieving fit is what I called pursuing fit in this study. A 
detailed discussion of pursuing fit is in Chapter 6. 
5.7 Summary of the Chapter 
The chapter gave profiles of recruitment agencies in the study while maintaining their privacy and 
confidentiality. After identification of objects of concern for recruitment agencies, the chapter presented 
the emergence of categories from data related to the recruitment agencies. The two major categories 
derived are interpreting fit and positioning for fit.  




Recruitment agencies maintained 
secrecy of passwords for as long as it 
wants to maintain its cyber position 
otherwise rogue elements may 
compromise its online accounts 
Registering an account on 
www.linkedIn.com, 
www.facebook.com or 
www.twitter.com required the 
recruitment agency to create a 
password and keep it secret. 
Providing satisfactory services to 
stakeholders meant recruitment 
agencies were able to maintain 
positions in the psyche of stakeholders 
and keep their networks alive. 
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competitors e.g. cyber positions are 
protected using passwords and physical 
positions are protected using perimeter 
walls and guards. 
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CHAPTER 6: ANALYSIS OF FINDINGS – DEFINING PURSUING FIT 
6.1 Introduction 
This chapter uses theoretical codes to relate categories derived in Chapters 4 and 5. The chapter presents a 
top-down approach in showing the derivation of theoretical codes relating categories in the grounded 
theory (pursuing fit). Therefore, the chapter first presents an overview of pursuing fit and then details 
relations between categories of pursuing fit. The resultant grounded theory (pursuing fit) meets the 
research objectives stated in Chapter 1 by indicating the main concern (fit) and how it was resolved by the 
core category (pursuing fit).  Therefore, this chapter relates to transliterated memos (see Appendix C) 
written during the coding process and uses resultant theoretical codes to relate categories in pursuing fit.  
6.2 Pursuing Fit (Core Category) 
Jobseekers and recruitment agencies resolve the problem of lack of fit by pursuing fit. Pursuing fit is a 
process of resolving problems of low fit by manipulating objects of concern to meet each of their 
expectations. Pursuing fit (Figure 63) starts with objects of concern having initial values for their 
attributes, which are independent of any interpretation by actors in recruitment (objective values). New 
values may be assigned to objects of concern (more precisely, to attributes of objects of concern). The 
values may change because of interpretation during interpreting fit and positioning for fit which leads to 
construction of new values for objects of concern. When alignment is reached between all objects of 
convern fit is achieved, and the main concern is resolved. (see Figure 63).  
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Figure 63: A Schematic of Pursuing Fit 
6.2.1 Emergence of Pursuing Fit and the Main Concern (Fit)  
Two categories, interpreting fit and positioning for fit emerged as candidate core categories. However, 
none of the two satisfied the criteria for a core category. The collective of the two categories met most 
essential requirements for a core category. I determined that the two categories constituted the process of 
pursuing fit; hence, the core category emerged as pursuing fit.  
The main concern in this study is fit. Fit is high between objects of concern if constructed attributes of the 
objects of concern are aligned or mutually suitable for the required outcome to occur. Jobseekers and 
recruitment agencies have to fit, jobseekers and technologies have to fit, jobseekers and jobs have to fit, 
recruitment agencies and technologies have to fit, recruitment agencies and jobs have to fit, and 
technologies and jobs have to fit as well. Low fit is a result of many factors including the dynamic nature 
of the recruitment phenomenon influenced by among other factors, rapid changes in electronic 
technologies.  
I uncovered the main concern by constantly noting the problem respondents in the research were trying to 
resolve. The question leading to the researcher wanting to find the main concern was, “What is the basic 
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social psychological problem faced by participants in the action scene?” (Glaser, 1978, p. 57). The main 
concern is the problem faced by people in the phenomenon the researcher is studying (Glaser, 1978). The 
main concern is the core problem (Glaser, 2015 p. 9). 
The approach used in this study was to let the data indicate what was happening in e-recruitment. I 
uncovered the main concern through what the data provided in response to the general questions; “What 
is happening here?” (Glaser, 1998) and “What is this data a study of?” (Glaser, 1978, p. 57). The more 
direct question “What is the participant’s main concern?” (Glaser, 1998, p. 140). The participants’ ways 
of trying to resolve the main concern bring out the core category (Glaser, 2014, pp. 73–74). 
6.2.2 Hierarchy of Categories in Pursuing Fit 
After the findings in chapters 5 and 6, I adhered to guidelines for determining the core category. Pursuing 
fit emerged as the core category with subcategories interpreting fit and positioning for fit. Subcategories 
of interpreting fit are interpreting objects of concern and tracking objects of concern and subcategories of 
positioning for fit are seeking a position, registering a position and affirming a position. Figure 64 shows 
a schematic representation of the hierarchy of categories in pursuing fit. 
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6.3 Relationships in Interpreting Fit 
Interpreting fit is a cyclic process with two major steps corresponding to its two subcategories 
(interpreting objects of concern and tracking objects of concern). Figure 65 is a diagram showing the two 
stages in interpreting fit. Interpreting objects of concern and tracking objects of concern inform each 
other, resulting in a cycle that ends with the resolution of the main concern (lack of) fit. Standard 
flowchart symbol meanings apply in Figure 65. 
 
Figure 65: The Process of Interpreting Fit 
Interpreting objects of concern is a pre-requisite to tracking objects of concern as it provides markers 
used in tracking objects of concern. As explained in Chapters 4 and 5 tracking objects of concern is a 
category capturing how participants in the research follow attributes necessary for fit to occur. If the 
outcome of tracking objects of concern does not result in fit, then interpreting objects of concern repeats. 
Interpreting fit is a cyclic process, which relates objects of concern during interpreting objects of concern 
and tracking objects of concern. I start explaining these relationships under the subcategory interpreting 
from initiation stage 
and later from 
positioning for fit 
values of objects of 
concern 
 
 + adjusted  values of objects 
of concern 
 
Tracking objects of concern 
FIT 





+ constructed values of objects of concern 
+ desired values of objects of concern 




Interpreting objects of concern 
No 
to positioning for fit 
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objects of concern followed by a scrutiny of relationships between objects of concern under the 
subcategory of tracking objects of concern. 
6.3.1 Relationships of Objects of Concern in Interpreting Objects of Concern 
The dominant relationships between objects of concern in interpreting objects of concern are between the 
interpreter and the interpreted. Evidence from the data indicated that job and information technology are 
objects of concern, which are not capable of interpreting other objects of concern, unlike jobseekers, job 
providers and recruitment agencies. Table 15 succinctly gives the interpretation relationships between 
objects of concern under the subcategory of interpreting objects of concern. 
 Job Information 
technology 
Job provider Jobseeker Recruitment 
Agency 
Job n/a n/a Job is interpreted by job 
provider 
Job is interpreted 
by jobseeker 




n/a n/a Information technology are 





Information technology are 















Job provider interpets 
recruitment agency 
Jobseeker Jobseeker 





























Table 15: Matrix of Relationships between Objects of Concern 
Recruitment agencies are at times job providers to jobseekers in cases where recruitment agencies define 
job details. Jobseekers and recruitment agencies both view employing organisations as job providers.  
6.3.2 Relationships of Objects of Concern in Tracking Objects of Concern 
Relationships of objects of concern under tracking objects of concern revolve around the objects of 
concern tracked and those tracking. For a job and a jobseeker, values of job attributes defined are values 
expected of a suitable jobseeker; hence, jobseekers strive to attain those values. As an example if the job 
specifies the value of the education property to be a degree, then the jobseeker is expected to have earned 
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a degree. Recruitment agencies hunt for jobseekers whose attributes coincide with those defined in job 
specifications. Table 16 is a matrix of relationships that exist between objects of concern under tracking 
objects of concern.  






Job n/a n/a Job is tracked by 
job provider 
Job is tracked by 
jobseeker 




n/a n/a Information 
technology are 






Information technology are 















Job provider tracks 
recruitment agency 






the job provider 
Jobseeker tracks 
the jobseeker 





agency tracks a 
job 
Recruitment 




agency tracks the 
job provider 
Recruitment 
agency tracks the 
jobseeker 
Recruitment agency tracks 
the recruitment agency 
Table 16: Matrix of Relationships between Objects of Concern in Tracking Objects of Concern  
Recruitment agencies and jobseekers seek fitting information technologies after interpreting the job; they 
do not change the job specifications to suit the information technology, but they seek alternative 
technologies to fit job specifications. In the same vein, recruitment agencies do not change the job 
specifications to suit jobseekers but they select jobseekers that fit the job based on job specifications. 
Jobseekers do not change the job specifications to suit themselves, but they adjust their personal and 
professional attributes in line with the requirements of the job or anticipated requirements of the job 
(tracking the objects of concern). The information technology does not have an effect on the specification 
of the job, but the specifications of the job influences the choice of the information technology the 
jobseekers could use to fit with the job. All the above indicate the tracker and the tracked. 
6.4 Relationships in Positioning for Fit 
Positioning for fit in pursuing fit is a process defined by three sub-processes, seeking a position, 
registering a position and affirming a position as explained in Chapters 5 and 6. Jobseekers and 
recruitment agencies first look for positions to occupy (seeking a position) and then they secure 
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occupancy of the positions by registering a position through online registration (cyber-positioning), 
establishing physical presence (physical positioning) in recruitment infrastructure, and espousing a 
specific psychological position (psychological positioning) on matters of recruitment. Jobseekers and 
recruitment agencies then affirm attained positions (through affirming a position). Phases of positioning 
for fit receive input from the process of interpreting fit as shown in Figure 66. Processes in positioning for 
fit show iteration e.g. if a position is not found when seeking a position the process of seeking a position 
is repeated or the process goes back to interpreting fit (see Figure 66). 
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Figure 66: Process of Positioning for Fit 
Once a position is registered, the process of affirming a position defines subsequent activities related to 
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6.4.1 Relationships of Objects of Concern in Seeking a Position 
The process of seeking a position involves objects of concern seeking positions. Job provider, jobseeker 
and recruitment agency can seek positions, but job and information technology cannot seek positions. 
Objects of concern capable of seeking positions do it for themselves and other objects of concern. The 
relationship matrix in Table 17 details the relationships between the objects of concern in the process of 
seeking a position.  
 Job Information 
technology 
Job Provider Jobseeker Recruitment Agency 
Job n/a Job has position 
sought on information 
technology 
Job has position 
sought on job 
provider 
Job has position sought 
on jobseeker 






space for job 
Information 
technology has 






on job provider 
Information technology 
has position sought on 
jobseeker 
Information technology has 




Job provider  has 
space for job 





seeks position on 
job provider 
Job provider seeks 
position on jobseeker 
Job provider seeks position 
on recruitment agency 
Jobseeker Jobseeker  has 






position on job 
provider 
Jobseeker seeks 
position on jobseeker 
Jobseeker seeks position on 
recruitment agency 
Table 17: Matrix of Relationships between Objects of concern in Seeking a Position 
6.4.2 Relationships of Objects of Concern in Registering a Position 
After deriving registering a position in Chapters 4 and 5, this section presents relationships between 
objects of concern under the subcategory of registering a position. These relationships are essential to 
note because noting them allows the jobseeker, recruitment agency and job providers to identify the 
object of concern that needs attention in the recruitment process.  
Table 18 is a matrix that summarises the relationships between objects of concern in registering a 
position. The matrix in Table 18 is relevant to all types of positions (cyber, physical and psychological 
positions).  
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 Job Information 
technology 
Job provider Jobseeker Recruitment Agency 
Job n/a Job is registered on 
information technology 
Job is  registered on 
job provider 
Job is registered on 
jobseeker 


















Information technology is 




Job is registered on 
job provider 
Job provider registers a 
position on information 
technology 
Job provider 
registers a position 
on job provider 
Job provider registers 
a position on 
jobseeker 
Job provider registers position 
on recruitment agency 
Jobseeker 
Job is registered on 
jobseeker 
Jobseeker registers a 
position on information 
technology 
 
Jobseeker registers a 
position on job 
provider 
Jobseeker registers a 
position on jobseeker 
Jobseeker registers a position 
on recruitment agency 
Recruitment 
Agency 
Job is registered on 
recruitment agency 
Recruitment agency 
registers a position on 
information technology 
Recruitment agency 
registers a position 
on job provider 
Recruitment agency 
registers a position on 
jobseeker 
Recruitment agency registers 
a position on recruitment 
agency 
Table 18: Matrix of Relationships between Objects of Concern in Registering a Position 
The relationship matrix shows that some objects of concern e.g. jobseeker, job provider and recruitment 
agency register positions with themselves; however inanimate or non-person-like objects of concern (e.g. 
job and information technology) are not capable of doing the same. None person or non-person-like 
objects of concern need the help of person or person-like objects of concern to register positions.  
6.4.3 Relationships of Objects of concern in Affirming a Position 
This section discusses the relationships of objects of concern in affirming a position. I used relationship 
matrices as in the previous sub section to show the relationships. I present the first of these relationship 
matrices in Table 19. In the matrix in Table 19, objects of concern affirm registered positions only. 
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 Job Information 
technology 
Job provider Jobseeker Recruitment Agency 
Job n/a Job has position affirmed 
by job provider or 
recruitment agency on 
information technology 
Job has position  
affirmed on job 
provider 
Job has position 
affirmed on jobseeker 









position on Information 
technology is affirmed 
Information 
technology’s 
position on job 
provider is affirmed 
Information 
technology’s position on 
jobseeker is affirmed 
Information technology’s 
position on recruitment 
agency is affirmed 
Job provider Job’s position on job 
provider is affirmed 
Job provider affirms a 
position on information 
technology 
Job provider affirms 
a position on job 
provider 
Job provider affirms a 
position on jobseeker 
Job provider affirms position 
on recruitment agency 
Jobseeker Job’s position on 
jobseeker  is affirmed 
Jobseeker affirms a 
position on information 
technology 
Jobseeker affirms a 
position on job 
provider 
Jobseeker affirms a 
position on jobseeker 
Jobseeker affirms a position 
on recruitment agency 
Recruitment 
Agency 
Job’s position on 
recruitment agency is 
affirmed 
Recruitment agency 
affirms a position on 
information technology 
Recruitment agency 
affirms a position 
on job provider 
Recruitment agency 
affirms a position on 
jobseeker 
Recruitment agency affirms 
a position on recruitment 
agency 
Table 19: Matrix of Relationships between Objects of Concern in Affirming a Position 
As observed in Chapters 4 and 5, types of positions are physical, cyber or psychological. The job object of 
concern has a position on information technology affirmed through the efforts of job provider(s). The 
job’s existence on information technology allows person-like objects of concern to affirm their position 
on job provider(s) and jobseeker(s). The job provider affirms positions on information technology, job 
provider (itself) and jobseeker(s) by giving indications that it was active and holding its status as a job 
provider and this means continuously providing jobs or indicating that it can provide jobs (see Table 19).  
6.5 Summary of the Chapter 
The chapter showed the derivation of theoretical codes relating categories in the grounded theory 
(pursuing fit). An overview of pursuing fit was presented first and then the details of relations between 
categories of pursuing fit. Thus, this chapter related to the transliterated memos written during the coding 
process and used resultant theoretical codes to relate categories in pursuing fit. The chapter ends with the 
summary to the chapter. In accordance with GTM the next chapter integrates pursuing fit with theories in 
extant literature. 
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CHAPTER 7: INTEGRATING PURSUING FIT WITH THEORIES IN 
EXTANT LITERATURE 
7.1 Introduction 
The main purpose of a literature review after the development of a grounded theory is to integrate the 
grounded theory with extant literature (Glaser, 1998, p. 77; McCallin, 2006, p. 18; Urquhart, Lehmann, & 
Myers, 2010, p. 369). This can be achieved by performing a comparative analysis of theories in extant 
literature with the grounded theory (Glaser, 1998). Thus grounded theory can organise many  disparate 
parts in an area (Glaser, 1998).  
This chapter seeks and discusses theories in literature in the wake of pursuing fit. It discusses theories that 
corroborate with pursuing fit in filling the same gap in knowledge as pursuing fit (I referred to such 
theories as corroborating theories). The chapter discusses theories that interface pursuing fit with extant 
literature. By ‘theories that interface’ I mean theories which exhibit points of contact or communication 
with pursuing fit, allowing pursuing fit to make sense in the broader knowledge space and be part of a 
sensible knowledge network.  
The chapter has the following sections: Overview of Theories of Fit/Match, Procedures for Identifying 
Relevant Theories from Extent Literature, Inference to the Best Explanation (IBE), Results of Integrating 
Pursuing Fit with Theories in Extant Literature, and Summary of the Chapter. 
7.2 Overview of Theories of Fit/Match 
There are a number of theories of fit/match in extant literature but notable ones in relation to integrating 
pursuing fit with extant body of knowledge are pursuit-evasion theories, matching theory and task-
information technology fit. The conclusion that pursuit-evasion theory, matching theory and task-
information technology fit help in integrating pursuing fit with the extant body of knowledge is based on 
the meaning of the said theories relative to the meaning of pursuing fit.  
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7.3 Procedure for Identifying Relevant Theories from Extant Literature  
I followed two steps to identify relevant theories in extant literature. The first step was to search for 
relevant literature from the extant body of knowledge (see section 7.3.1). The second step was to 
determine the relevance of the theories found in the literature search (see section 7.3.2). 
Based on the meaning of theories as espoused by their concepts, I searched for theories that corroborate 
with pursuing fit (corroborating theories) and theories interfacing pursuing fit with the extant body of 
theories; the latter were labelled interfacing theories. Corroborating theories are theories that reiterate the 
meaning of pursuing fit; they cover the same knowledge gap as pursuing fit. Interfacing theories are 
theories that have partial corroboration with pursuing fit; that is only certain concepts or parts of concepts 
in corroborating theory mean the same as some concepts in pursuing fit. By having partial commonalities 
with pursuing fit, the theory in extant literature provides a link between pursuing fit and theories in extant 
literature, hence the label interfacing theory. My challenge was to have a systematic way of interpreting 
the meaning of the theories in order to determine whether they were corroborating with pursuing fit or 
interfacing pursuing fit with theories in extant literature.  
7.3.1 Searching the Literature for Theories on Fit 
Since concepts do not have monopolistic relationship with references (Frege, 1948, p. 211), I justifiably 
used concept labels that are equivalents of those in pursuing fit in the search for relevant literature, in 
addition to the exact labels of concepts used in pursuing fit. 
Theories’ references allow classification of the theories where theories with the same references belong to 
the same class/grouping. It is through this process that competitor theories to pursuing fit and 
complementary theories to pursuing fit emerge. 
The search for literature ends with saturation (Boell & Cecez-Kecmanovic, 2014; Combs, Bustamante, & 
Onwuegbuzie, 2010). The process of literature review reaches saturation when further search does not 
yield new benefits to the literature review. This can be because the tools or procedures used in the search 
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and acquisition process are incapable of giving further beneficial literature or there is no beneficial 
literature available. Literature containing any of the following keywords or phrases in its title was deemed 
a candidate for selection for the purpose of this chapter: fit, match, pursuing fit and pursuing match. 
7.3.2 Checking for Relevance of Literature and Theories 
Accurate checks for relevance depend on interpretation of signs and symbols in theories, since theories 
are universal statements represented by “…systems of signs and symbols” (Popper, 2005, p. 37). 
Researchers and other stakeholders of a theory interpret theories by interpreting concepts, which are 
groupings of signs and symbols that form the theory. One of the fields most concerned about 
interpretation is the field of law, and in this field Barnett (2011) defines meaning of text as knowledge 
which results from interpretation of the text. Although Barnett, (2011) wrote of the meaning of ‘text’, 
replacing it with ‘concept’ is valid as ‘text’ is simply a written representation of a concept or concepts. 
Bagozzi (2011) points out that theoretical meaning is contained in the specification of the interpretation 
(conceptualization) of a main concept, and the relationships that exist between the concept and other 
concepts in a theoretical network (Bagozzi, 2011, p. 263). Therefore, it was important for me to clarify 
how interpretation of concepts for meaning took place. 
Lewis (1946, p. 39) examines the meaning of a ‘term’, which I interpreted as sufficient to be the 
equivalent of examining the meaning of a ‘concept’. I consider ‘term’ and ‘concept’ to be equivalent 
because ‘term’ is a word or expression used to represent a particular thing. A ‘thing’ is a concept; hence, a 
‘term’ represents a ‘concept’. Therefore, Lewis explains a concept’s four modes of meaning (Lewis, 
1946, p. 49) as: 
1. Denotation – is a class of things for which the concept is true. Hence in this view, ‘reference’ and 
‘denotation’ are two concepts true of the same idea. Denotation refers to things that actually exist, 
leaving out those things that do not exist although those things would be referential to the 
concept. As an example, ‘position’ in pursuit-evasion theories refers to a location in physical 
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space (which is three-dimensional) whereas ‘position’ in Pursuing Fit extends beyond the 
physical space to include cyber-position, which is in cyberspace. This reflects an extension of the 
reference domain of ‘position’ when considered in the substantive theory of Pursuing Fit, which 
indicates that although the theories share the same concept that concept is not true to the same 
denotation in both theories. 
2. Comprehension – is a classification of all possible or consistently thinkable things to which the 
concept would be correctly applicable. Thinkable things are imaginable things whose assertion of 
existence would not cause contradiction. Lewis goes on to say that the denotation of a concept 
exists in its comprehension but the converse relation is not true (Lewis, 1946, p. 41). In view of 
this perspective on the meaning of ‘concept’, the substantive theory of pursuing fit falls under the 
denotation mode of meaning and formal theories in extant literature fall under comprehension 
mode of meaning. 
3. Signification – of a concept is that property in things (denotation or comprehension), the presence 
of which indicates that the concept correctly applies, and the absence of which indicates that it 
does not apply (Lewis, 1946). 
4. Intension – of a concept identifies with the conjunction of all other concepts each of which must 
be applicable to anything (denotation or comprehension) to which the given concept would be 
correctly applicable (Lewis, 1946). 
Fine (1975) in discussing how consumers of theories should compare theories stated: “Very roughly the 
old philosophy of science suggests that I do so by making logical or evidential comparisons in a 
vocabulary shared by both theories. The new philosophy of science contends that although there may be 
terms shared by different theories, the concepts marked by these terms (in important or typical cases) will 
have changed so radically in the move from one theory to another as to preclude the use of ordinary 
logical or evidential tools” (p. 18). Fine went on to exemplify this by considering the nature of mass in 
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Newtonian mechanics theory and the nature of mass in Einstein’s quantum mechanics theory wherein 
mass is constant and mass is not constant respectively. In order to explain this shift of meaning from 
theory to theory, the frame of reference should be the meaning of the theory which is constituted of 
concepts and reference (Frege, 1948). In short, meaning is constituted as follows: 
 Meaning = (Concept, reference), 
where ‘meaning’ stands for a common understanding of the theory between scholars, practitioners and 
other consumers of the theory. ‘reference’ is what the concept is true of (Fine, 1975, pp. 18–19). Frege 
pointed out that, “…to a given referent (an object), there does not belong only a single sign.” (Frege, 
1948, p. 211), and I note ‘sign’ as a “name, combination of words, letter” (Frege, 1948, p. 210) which 
according to Fine represents concept (Fine, 1975). GTM literature defines ‘concept’ as a general or 
abstract idea inferred or derived from ‘indicators’ in data (Glaser, 1998). Those ‘indicators’ are what the 
concept is true of and hence they are the ‘references’ or more precisely ‘denotations’ of the concept. By 
using ‘reference’, in this form henceforth there is no loss of articulation of the argument presented in this 
chapter. 
Checking for relevance in a way described above, I reasoned that in cases where labels of concepts in 
pursuing fit matched labels of concepts in theories in extant literature, two possible relationships between 
pursuing fit and the concerned theory in extant literature were possible; either corroboratory or interfacing 
as briefly stated at the beginning of this chapter.  
7.3.2.1 Corroborating Theories 
Guided by the above argument, I classified theoretical concepts (concepts of theories) in extant literature 
according to whether they meant the same (had the same references) as similarly labelled concepts in 
pursuing fit. Therefore, adding on to the definition of corroboration given earlier, if theoretical concepts 
in extant literature meant the same (shared the full set of references) as concepts in pursuing fit then the 
two sets of concepts were in semantic corroboration. Figure 67 is a diagrammatic representation of a case 
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where there was corroboration between pursuing fit and a theory in extant literature. Corroborating 
theories share the same set of theories with the same referents. 
 
Figure 67: Corroborating theories 
Although I did not find corroborating theories from searching extant literature, there were a number of 
theories interfacing with pursuing fit found in extant literature.  
7.3.2.2 Interfacing Theories and Literature 
Concepts in pursuing fit do not necessarily capture the same meaning as captured by concepts deemed 
commensurate (through label or otherwise) in different theories in extant literature. However, there are 
areas of coincidence of meaning in different studies. Figure 68 diagrammatically illustrates the idea of 
interfacing between theories, where a proper subset of the concepts of the respective theories is shared. 
The shared concepts must have the same references or they must be true of the same thing(s).   
 
Figure 68: Interfacing Theories 
Figure 69 gives a closer picture of the meaning of interfacing by representing concepts using ovals PC 
and EC intersecting at IC. The oval marked PC represents the set of all concepts of pursuing fit and the 
oval marked EC (extant concept) represents the set of all concepts of extant theory. 
Concepts 
Pursuing Fit Theory in Extant Literature 
 
Concepts 
Pursuing Fit Theory in Extant Literature 
Concepts 
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Figure 69: Interfacing at Concept Level 
The area marked IC in Figure 69 represents the set of concepts common to both PC and EC, therefore IC 
forms the interface between the two theories at conceptual level. Figure 70 captures a situation where 
concepts in IC do not have exactly the same references. 
 
Figure 70: Interfacing at Conceptual Reference Level 
Figure 70 gives a set of references for a concept of the substantive theory represented by the oval PCR 
and a set of references for a concept of a theory in extant literature, represented by the oval ECR. The area 
marked IR represents the set of references (things that a concept is true of) common to both PCR and 
ECR. Therefore, IR is a set of interfacing references that links PCR to ECR and hence extant literature. 
7.3.2.3 Relevant Theories found in Extant Literature 
Using the procedure for searching and checking for relevant literature described earlier, the search for and 
selection of theories related to pursuing fit resulted in the task-technology fit  (Goodhue & Thompson, 
1995) theory emerging as relevant for the integration of pursuing fit with the extant body of theories in 
literature. The search for and analysis of theories in extant literature also resulted in finding and selection 
of theories of pursuit-evasion (Chung, Hollinger, & Isler, 2011; Isler, Kannan, & Khanna, 2005; Parsons, 
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1978; Ryll-Nardzewski, 1962; Shima & Shinar, 2002; Vidal, Shakernia, Kim, Shim, & Sastry, 2002). The 
labels of both pursuing fit and pursuit-evasion share the root word ‘pursue’ therefore it was natural for 
pursuit-evasion theories to emerge when the search term ‘pursue’ was used to search for relevant theories. 
The words ‘fit’ in pursuing fit and the word ‘match’ are closely related and it was natural for matching 
theory (Abdulkadiroğlu, Pathak, & Roth, 2005; Crawford & Knoer, 1981; Kelso Jr & Crawford, 1982; 
McCall, 1990; Mortensen, 1988; Niederle & Roth, 2005; Roth & Vate, 1990) to emerge during the 
search.  
Having identified relevant theories, it is necessary to be able to  determine which of them better explains 
the phenomenon of e-recruitment. And to do that, the logic of Inference to the Best Explanation (IBE) is 
used. 
7.4 Inference to the Best Explanation (IBE) 
In integrating pursuing fit with theories in extant literature it is sensible to reveal why it is a logical 
explanation of the phenomenon and Millson & Straβer (2019) notes that IBE informs on which theory 
best represents a given data set based on its competitiveness in explaining the data set when compared to 
its alternatives. IBE provides shared standards for adequate explanation against which theories can be 
measured for efficacy and the theory with the best measure is considered the best explanation (Clayton, 
1997).   
IBE is not without challenges, as Millson & Straβer (2019) note that some of its accounts in philosophy of 
science are imprecise and exhibition of illogical properties e.g. contradiction-intolerance. The other 
challenge is the opinion that best explanations are partially influenced by contextual factors (Day & 
Kincaid, 1994) making it difficult to have a universal definition of standards for adequate explanation. 
However, these challenges are surmountable (Millson & Straβer, 2019). 
Lipton (2004) and Harman (1965, 1968) note three conditions for a theory T to explain a phenomenon R, 
and these are: causation, inference and plausibility. Under causation they note that T makes the claim that 
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R is caused by something known or unknown. Both consider inference by claiming that it should be 
possible to infer T from R, that is R should have a high probability given T relative to background 
knowledge K. Informed by the discussion in this section it is essential to consider possible alternatives to 
pursuing fit, if any, and investigate their suitability to explaining the phenomenon of e-recruitment as 
manifested by the behaviours and perspectives of stakeholders (see section 7.5).   
7.5 Results of Integrating Pursuing Fit with Theories in Extant Literature 
All three theories that are relevant to integrating pursuing fit with the extant body of theories have 
interfacing relationship with pursuing fit.  A subset of concepts in task-technology fit (TTF) theory relates 
to a subset of concepts in pursuing fit, hence the determination that TTF theory has an interfacing 
relationship with pursuing fit. The same is true for pursuit-evasion theories; however, pursuing fit 
subsumes most concepts in matching theory. Table 20 shows theories found in extant literature together 
with the relationships between the theories and pursuing fit. Table 20 also gives samples of literature for 
each theory found relevant to integrating pursuing fit with the extant body of theories. 
 
Theory in Extant Literature 
which Compete or 
Complement Pursuing Fit 
Relationship of the 
Theory in Extant 
Literature to Pursuing 
Fit 
Sample of Relevant Publication(s) 
Task-Technology Fit Interfacing Goodhue ,(1988); Goodhue and Thompson, (1995); Goodhue and 





Boccara et al., (1994); Chung et al., (2011); Isler et al., (2005); 
Mycielski, (Mycielski, 1989); Parsons, (1978); Ryll-Nardzewski, 
(1962); Vidal et al., (2002). 
Matching Theory 
(In general) 
Interfacing Abdulkadiroğlu et al., (2005); Abdulkadiroğlu et al., (2009); 
Crawford & Knoer, (1981); Milgrom, (2005); Mortensen, (1982, 
1988); Roth, (1986); Roth & Sotomayor, (1992); Roth & Vate, 
(1990); Serrano, (2013). 
Matching Theory 
(In recruitment) 
Interfacing Alba-Ramirez, (1993); Allgood & Farrell, (2003); Barro, (1988); 
Barron et al., (1989); Belfield & Harris, (2002); Heijke et al., 
(2003); Jovanovic, (1979, 1984); McCall, (1990); Miller, (1984); 
Mortensen & Pissarides, (1999); Moscarini, (2005); Robst, 
(1995); Simon & Warner, (1992). 
Typology of Fit Interfacing Strong & Volkoff, (2010)  
Table 20: Theories in Extant Literature and their Relationships to Pursuing Fit 
Table 20 splits sample literature for matching theory because matching theory is dealt with in many areas, 
so Table 20 captures that where it gives a sample of literature on matching theory from areas other than 
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recruitment before narrowing down to literature on matching theory in recruitment. Therefore, matching 
theory interfaces pursuing fit with the extant body of theories within recruitment and outside recruitment. 
7.5.1 Typology of Fit 
There are many types of fit; Strong & Volkoff (2010) detailed two types of fit (fit as coverage and fit as 
enablement) in their consideration of fit between an organization and enterprise system. When 
information technology matches a catalogue of needs of an organization or individual and when 
information technology results in enablement then there is fit (Strong & Volkoff, 2010, p. 748). In 
strategic management research “...fit as moderation, fit as mediation, fit as matching, fit as gestalts, fit as 
profile deviation, and fit as covariation” have been articulated (Venkatraman, 1989, p. 423). Hoehle 
(2011) in a review of IS research and reference disciplines in addition identify “fit directly assessed” as 
another conceptualisation. 
Furtmueller (2012, p. 62) observed types of fit in recruitment literature and labelled them as follows: 
objective fit, applicant fit, applicant pool fit. Examples of codes that built these latter typological concepts 
are: Objective Person-Organization fit, Subjective Person-Organization fit, Objective fit, applicant pool fit 
and fit feedback (Furtmueller, 2012, p. 62). These are all accommodated in pursuing fit. 
Although pursuing fit does not focus on deriving types of fit, it views fit as enablement (Strong & 
Volkoff, 2010) and fit as matching (Venkatraman, 1989) as is attested by derivations of categories in 
Chapters 4 and 5 and the analysis of relationships in Chapter 6. Other theories on fit such as Task-
technology Fit model (TTF) have their own adaptations of fit. 
7.5.2 Task-technology Fit Model (TTF) and Pursuing Fit 
The task-technology fit (TTF) model asserts that information technology must have features that fit the 
needs of the task to be performed (Goodhue & Thompson, 1995). The reason for concern about fit 
between information technology and tasks is that such a fit or lack of it has influence on performance in 
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the execution of the task (Goodhue & Thompson, 1995). Figure 71 shows links between task attributes, 
information technology attributes, TTF, precursors of utilisation, utilisation and performance impacts. 
 
Figure 71: Task-Technology Fit (Goodhue & Thompson, (1995)) 
One perspective to the relationship between task attributes, information technology attributes and 
performance on the task is that, when attributes of the task and those of the information technology fit, 
they enhance performance of the task. There is another perspective, which views the fit between task 
attributes and information technology attributes as having influence on beliefs, etc. and affecting 
utilization of the information technology in the execution of a task; only then can performance impacts be 
realized (Goodhue & Thompson, 1995). Task attributes and information technology attributes mismatch 
sometimes occurs, resulting in undesirable performance of the task.  
Many studies have detailed the need for software evolution (Back, Hammel, & Schwefel, 1997; Goltz et 
al., 2014; Jarke & Lyytinen, 2015). Other studies have focussed on maintenance of information 
technology in order to continue meeting requirements imposed by targeted tasks (Chapin, 2000; Chapin, 
Hale, Khan, Ramil, & Tan, 2001; Kitchenham et al., 1999; Sommerville, 1996). There is a need for 
software systems that adapt to changing functional requirements and quality requirements, both of which 
define the task(s) to be performed by the software system (Goltz et al., 2014). There is the changing 
nature of tasks which software systems have to adapt to, and some are unable to automatically adapt to, 
leading to low task-technology fit with time (Goltz et al., 2014). There is a need for software/hardware 
systems that co-evolve with the environment by carrying knowledge that allows them to follow 
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understanding how such software/hardware systems could be developed in e-recruitment, because it lays 
bare the processes that take place when pursuing fit.  
Many substantive areas involve the adjustment of multiple interconnected software systems and 
components and improving their ‘fit’ to the environment by adapting them to technical, social, and 
organizational subsystems (Jarke & Lyytinen, 2015). Pursuing fit gives details beyond the adjustments of 
software systems and components (see Chapters 4, 5 and 6). 
Utilization of a system that has low TTF will not improve performance although utilization of such 
systems may be extensive due to social factors, ignorance, availability of the information technology, and 
so on (Goodhue & Thompson, 1995). This is the case even when utilization is voluntary (Goodhue & 
Thompson, 1995). The concept of ‘fit’ as defined in TTF and pursuing fit has the same reference, which 
means fitting entities have to optimally (if not ideally) complement each other to attain a desired result 
(state, performance, utilization, etc).  
7.5.3 Pursuit-Evasion Theories and Pursuing Fit 
Pursuit-evasion theories all come with a pursuer or pursuers with the goal to capture evaders whose goal 
is to avoid capture (Boccara et al., 1994; Chung et al., 2011; Isler et al., 2005; Mycielski, 1989). Pursuing 
fit and pursuit-evasion theories share the conceptual label whose root is ‘pursue’ and the reference of the 
word ‘pursue’ in both cases is to go after (‘tracking’ as labelled in pursuing fit). Positioning is another 
shared concept between pursuing fit and pursuit-evasion theories. However, there are differences in 
references of concepts of pursuing fit and references of concepts of pursuit-evasion theories. Many 
pursuit-evasion theories are applicable in geographic spaces (Boccara et al., 1994; Chung et al., 2011; 
Parsons, 1978; Shima & Shinar, 2002; Vidal et al., 2002) and their concept of position is restricted to 
physical positions whereas the concept of positioning in pursuing fit adds reference to psychological 
positions in addition to physical and cyber positions. 
Pursuit-evasion theories have the concept of capture, which pursuing fit does not have. Pursuit-evasion 
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theories are prevalent in gaming studies (Vidal et al., 2002) and unlike pursuing fit have the concept of 
evasion (Isler et al., 2005; Rubinsky & Gutman, 2014). An overview of concepts in pursuit-evasion 
theories shows that there are variations between the theories because of varying assumptions on the 
environment, the searchers and the targets (Chung et al., 2011). Chung et al. (2011) noted that search-
evasion games in the robotics literature on pursuit-evasion were based on: 
• The environment or playing space for the game: environments can be plane, grid, graph, polygon, 
etc. 
• Information available to the players (participants): this relates to what the players know about 
each other’s positions or their environment. 
• Movement of the players (participants): Chung et al., (2011) referred to aspects related to 
movement of the player as controllability and these aspects relate to the speed of the players and 
the players’ ability to define direction of their motion. 
• Meaning of capture: Implies the end of evasion (temporarily or permanently for the captured 
player). The pursuer seeing the evader, or the distance between pursuer and evader being less 
than a threshold distance can signal capture, or pursuers have to surround the evader. 
Chung et al. (2011) identified differential and combinatorial as two approaches used in robotics literature 
to solve pursuit-evasion problems. Both differential and combinatorial are quantitative approaches.  
Fomin & Thilikos, (2008) is an annotated bibliography classifying problems and results associated with 
pursuit-evasion problems in a graphical environment. The study distinguished pursuit-evasion problems 
by search variants wherein there were eleven variants all based on restricting the abilities of either the 
pursuer or evader or enhancing the abilities of the pursuer or evader (Fomin & Thilikos, 2008). 
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7.5.4 Matching Theories and Pursuing Fit 
Matching theory gives a framework, which describes the formation of symbiotic relationships between 
searchers over time (Diamond, 1982; Gale & Shapley, 1962; Mortensen, 1982, 1988; Mortensen & 
Pissarides, 1994, 1999). Mortensen (1988) divided matching theory literature into two branches: pure 
theory of matching, and modelling the dynamics of the outcome of the matching process. Literature on 
pure theory of matching focuses on finding ways (searching) to a state where the collection of matched 
(fitting with each other) and unmatched searchers are stable, in that no matched or unmatched searchers 
have motivation to change their state (Mortensen, 1988) of being matched or not being matched. In 
modelling the dynamics of the matching process, “…labour economists have become interested in the 
implications of matching models for empirical phenomena related to job-worker separation behaviour and 
the growth of individual earnings over the life cycle.” (Mortensen, 1988, p. 216). Therefore, concepts in 
matching theory have two core concepts, namely searching and matching, as the explanation given above 
details. On the other hand, pursuing fit has concepts shown in Figure 63. 
The concept of ‘matching’ in matching theory is equivalent to the concept of interpreting fit in pursuing 
fit. ‘Matching’ in matching theory is a process of determining compatibility between searchers 
(Mortensen, 1988; Roth, 1986). Similarly, interpreting fit is the process of determining compatibility 
between objects of concern. ‘Searching’ in matching theory is equivalent by reference (what it is true of) 
to tracking objects of concern in pursuing fit as indicated in the descriptions of the two concepts. 
However, differences in references between matching theory and pursuing fit exist. The matching process 
determines the existence of matches, mismatches, or unstable matches, and the process is not designed to 
turn mismatching entities into matching ones, a process which pursuing fit explains.  
A match occurs when searchers form an alliance based on the fact that such an alliance results in mutual 
benefits to the searchers involved (Mortensen, 1988), or compatibility between the searchers (Roth, 
Sönmez, & Ünver, 2005). Literature shows that searchers come in a variety of forms. Mortensen, (1988) 
focused on the state of how job-worker and husband-wife relationships form. Roth et al. (2005) outlined 
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the potential gains from kidney exchange, and constraints to matching donors to recipients of kidneys, 
and then presented a design and implementation of a matching mechanism for the case of donors and 
recipients of kidneys in New England. Abdulkadiroglu et al. (2005) aimed to design a mechanism for 
matching students to schools given a number of constraints, including the student’s ordered choices of 
schools, schools’ preferences for students who put them as first choice, distance to the school from 
student’s residence, whether the student’s sibling was at the chosen school, etc. In the cited studies a 
mismatch in matching theory occurs if a searcher cannot find suitable searchers to form alliances with 
(Abdulkadiroğlu et al., 2005; Mortensen, 1988; Roth et al., 2005). In the above studies a mismatch occurs 
when a student does not match with any school (Abdulkadiroğlu et al., 2005), or  if an individual cannot 
find a marriage partner, or a candidate does not meet the requirements of any available job (Mortensen, 
1988), or when a kidney donor is not compatible with any of the intended recipients (Roth et al., 2005). 
Searchers rarely know the value of any match in advance, which makes it possible for matches that start 
stable to become unstable due to changes of circumstances (Mortensen, 1988). An unstable match occurs 
when part of the participants in an alliance are not satisfied with the matching and considering leave the 
alliance (Mortensen, 1988). In some cases, a match can become a mismatch when circumstances change. 
Matching theory has the capacity to indicate the state of matches and pursuing fit explains how searchers 
adjust in pursuit of conformity with each other.  
7.5.5 IBE and Integration of Pursuing Fit with Theories in Extant Literature 
As alluded to earlier in the chapter, IBE posits that causation, inference and plausibility are the three 
conditions for a theory to explain a phenomenon. Based on these conditions this section discusses the 
extent to which the conditions are met by the theories found in literature relative to how lack of fit (the 
main concern of study stakeholders) is resolved. The discussion examines TTF, pursuit-evasion theories 
and matching theories against the said conditions in view of the main concern (lack of fit) and its 
resolution. Table 21 presents an assessment of the explanatory power of the theories for the phenomenon. 
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 Causation Inference Plausibility 
Task-Technology 
Fit 
TTF focuses on how fit 
leads to performance, 
and not on the causal 
explanation of how 
stakeholders’ concern 
about lack of fit is 
resolved  
It cannot be inferred from TTF how 
the main concern about lack of fit is 
resolved. 
TTF would not be plausible 
as an explanation for how 
the main concern about lack 
of fit is resolved. Emergent 





theories do not offer a 
causal explanation of 
how stakeholders’ 
concern about lack of 
fit is resolved. 
While the pursued in pursuit-evasion 
theories consciously and actively 
seek to avoid the pursuers, in e-
recruitment the elements seek to find 
one another without conscious effort 
and avoidance. Thus a theory where 
some elements are conscious and 
active evaders cannot be fully 
inferred for e-recruitment 
phenomena. 
The behaviour of elements 
accommodated under 
pursuit-evasion theories 
diverges from that of 
elements in e-recruitment, 
hence it is not a plausible 
explanation for e-
recruitment phenomena. 
Matching Theories Matching theories 
offer only a partial 
explanation of how 
stakeholders’ concern 
about lack of fit is 
resolved. 
While matching is a part of e-
recruitment, it is not overarching and 
hence it canot be inferred from 
matching theory how the main 
concern about lack of fit is resolved. 
Again by not considering 
the whole phenomenon of 
e-recruitment, matching 
theories fall short as 
plausible to explain how the 
main concern about lack of 
fit is resolved 
 Table 21: IBE Assessment of Explanatory Power of Extant Theories 
The grounded theory of Pursuing Fit accommodates aspects of the relations between task and technology, 
pursuit and matching that are separately addressed by the three theories in Table 21. Pertinently it more 
directly addresses the stakeholders’ main concern about lack of fit and therefore offers a more plausible 
explanation. 
7.6 Summary of the Chapter 
The chapter has the following sections: Overview of Theories of Fit/Match, Procedures for Identifying 
Relevant Theories from Extent Literature, Inference to the Best Explanation (IBE), Results of Integrating 
Pursuing Fit with Theories in Extant Literature, and Summary of the Chapter. The following chapter 
relates to the evaluation of the study and of pursuing fit. 
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CHAPTER 8: REFLECTIONS AND EVALUATION OF THE STUDY 
8.1 Introduction 
This chapter is divided into the following parts: Debate on IS research, Reflection on Conceptualisation of 
E-recruitment in View of Pursuing Fit, Checking if Objectives of the Research were Met, Evaluating 
Quality of the GTM Process, Evaluating GTM Process Applied in this Study, Evaluating Pursuing Fit: A 
Checklist, Reflections on Context in which Pursuing Fit Occurs, and Summary of the Chapter. 
Regardless of how the reader of this thesis relates to GTM, this thesis and this chapter in particular should 
affirm the pro-GTM reader’s confidence in GTM and hopefully abate or rebuff the critic’s scepticism. 
8.2 Debate on Evaluation of IS Research 
Researchers and stakeholders in information systems (IS) determine if research belongs to IS as part of 
evaluation because the identity of the discipline of information systems (IS) is strengthened through 
selection of relevant research (Benbasat & Zmud, 2003). While it is essential for IS researchers to focus 
on the IT artefact “The IS discipline involves much more, however, than the study of the IT artefact. 
Specifically, IS scholars and IS practitioners strive to increase their collective understandings of (1) how 
IT artefacts are conceived, constructed, and implemented, (2) how IT artefacts are used, supported, and 
evolved, and (3) how IT artefacts impact (and are impacted by) the contexts in which they are 
embedded.” (Benbasat & Zmud, 2003, p. 186). This research touches aspects of all three of these areas 
that practitioners strive to understand.  
 “…following Benbasat and Zmud’s nomological net will result in a micro focus for IS research. The 
results of such a focus are potentially dangerous for the field.  They could result in the elimination of IS 
from many academic programs.  I present an alternative set of heuristics that can be used to assess what 
lies within the domain of IS scholarship. I argue that the IS community has a powerful story to tell about 
the transformational impact of information technology.” (Agarwal & Lucas Jr., 2005, p. 381). This study 
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concurs with this latter assertion because it tells the story of information technology coming to aid in 
everyday activities and having impact on those activities, specifically job-seeking. 
The discussion on what constitutes valid IS research goes on (Alter, 2003; McCubbrey, 2003; Myers, 
2003; Robey, 2003; Saunders & Wu, 2003). This study focused on the collective of IT artefacts 
(information technology) relevant to recruitment. I also appreciate the shifting boundaries in information 
systems, as “Shifting boundaries in the field may be associated with its maturing” (DeSanctis, 2003, p. 
261).  
8.3 Reflection on Conceptualisations of E-recruitment in View of Pursuing Fit 
Pursuing fit espouses the five conceptualisations of e-recruitment identified in the literature review in 
Chapter 2. These are: e-recruitment as a technology tool, e-recruitment as a system, e-recruitment as a 
process, e-recruitment as a service, and e-recruitment as a proxy.  
E-recruitment as a technology tool: Espousing of e-recruitment as a technology tool is apparent in 
pursuing fit because information technology features as one of the objects of concern. Without 
information technology, there is no e-recruitment, however conceptualization of e-recruitment as a 
technology is not on its own sufficient for recruitment to happen. It is necessary to have other 
conceptualisations. 
E-recruitment as a system: E-recruitment as a system is a conceptualisation accommodated by this 
study in that a group of interrelated elements in e-recruitment are essential in pursuing fit. This is not 
surprising as  pursuing fit overarches essential system-elements of e-recruitment. Similarly a set of 
activities constitute e-recruitment giving justification for it to be conceptualised as a process and pursuing 
fit captures all these activities because the core category captures how stakeholders resolve their concern. 
Elements in a system work together to process tasks. 
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E-recruitment as a process: is reflected in pursuing fit when it details the activities that define the 
process of resolving the main concern. E-recruitment reflects a course of action intended to achieve 
recruitment which means it is a process. The process takes place with the result that it serves a purpose.    
E-recruitment as a service: Pursuing fit serves to explain and guide on how the concern about fit is 
resolved and in doing so captures the conceptualisation of e-recruitment as a service. The three 
conceptualisations that constitute e-recruitment as a service are: e-recruitment as a repository, e-
recruitment as a medium, and e-recruitment as a program (e-recruitment as an implemented algorithm). 
All are captured in pursuing fit. They serve the needs of stakeholders for repository, medium, and 
software programs respectively, hence fitting the needs of stakeholders.  
E-recruitment as a proxy: Some of the tasks that used to be performed by humans are now done by 
electronic means, e.g. delivering applications and filtering applications. This substitution of traditional 
approaches means e-recruitment becomes a proxy acting for recruitment participants. This 
conceptualisation is also captured by the theory of pursuing fit. 
8.4 Checking if the Objectives of the Research were Met 
This section echoes research objectives presented in Chapter 1 and identifies where in the presentation of 
the research the objectives were addressed.  
1. The first objective was to identify the main concern and sub-concerns of recruitment agencies and 
jobseekers in e-recruitment in Namibia. Chapters 4, 5 and 6 resulted in the identification of fit as 
the main concern. 
2. The second objective was to understand, how concerns are processed and resolved (core variable/ 
core category) by recruitment agencies and jobseekers. The concerns are resolved by pursuing fit, 
which is detailed in Chapter 6 after the emergence of its categories in Chapters 4 and 5. 
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8.5 Evaluating Quality of the GTM Process 
High quality GTM studies fit the data, work in the studied substantive area, are relevant for the study and 
allow for modifications to be made to the procedures and their outcomes based on data (Glaser, 1978, 
1998). Therefore, in this section I explain how I ensured the fit, workability, relevancy and modifiability 
in this study. 
8.5.1 Evaluating Fit 
Glaser (1978) notes that a concept is said to ‟fit” if it adequately reflects the data that it purports to 
express. Therefore, to evaluate fit the reader of this thesis needs to check if the concepts, including 
categories derived are representative of the data they are meant to represent. This study has stayed close 
to the data by sticking as much as possible to in vivo concept labels. In checking for fit the reader also 
needs to check for ungrounded assumptions and data, which Glaser (1978) identified as having potential 
to derail fit in classical GTM. In evaluating fit, it has to be noted that fitting categories increase and 
ensure transparency. I have in this study ensured a close link between the data and the categories derived.   
8.5.2 Evaluating Workability 
Glaser (1998) views workability as how the core variable accounts for the research participants’ continual 
resolution of their main concern. The core variable in this study captures the activities associated with 
resolving the main concern at every point in the researched participants’ behaviours. This is in harmony 
with ensuring that, as Glaser (1978, 1998, 2011) put it, the emergent GT clearly explains what is 
happening, and the process of its happening. 
8.5.3 Evaluating Relevance 
Relevance is determined by members of the constituency of the research from which data was drawn. 
Since GTM is an iterative process it allowed me to get feedback on the relevance of the categories as they 
emerged through the research process. Going through the processes detailed in Chapters 4 and Chapters 5 
shows the iterative process and how the researched constituency accepted the proceedings and outcomes 
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of the research. Glaser, (1998) noted that prior to the research it is very likely that respondents would be 
unable to articulate their main concern, but once they have read the research they should instantly be able 
to recognize the emerged core variable as being authentic. Many of the respondents did not have time to 
read through the approximately 300 pages of this research document, I had to orally relate the outcomes 
as the research proceeded and at the end. Through such interactions they provided further data and their 
views. 
8.5.4 Evaluating Modifiability 
Modifiability of a grounded theory Glaser (1998) indicates, is the ease with which subsequent CGTM 
researchers can proceed to modify or refine the theory as they collect and code new data. Thus by coding 
data in every way possible without being bound to only the data used in this research it is possible for 
other researchers to modify or refine the theory as dictated by the data they collect. 
8.6 Evaluating GTM Process Applied in this Study 
Evaluation of GTM used in research is affected by confusion in the use of the term ‘grounded theory’, as 
in some cases the term is used to mean the method and in other cases it is used to mean the theory 
(Bryant, 2002, p. 27; Matavire & Brown, 2013). Confusion is compounded by the misunderstanding of 
genres of GTM and ways in which the genres are used in IS research (Matavire & Brown, 2013). The 
confusion has an effect on what the evaluator targets for evaluation purposes. However, a thorough 
understanding of GTM reveals that evaluation has to be targeted at firstly the principles and procedures of 
the methodology (GTM) then the result of applying GT (resultant theory). 
Urquhart, (2013, p. 181) noted that almost all debate on GTM occurs around how GTM is done, as 
opposed to the discussion about theories that result from the use of GTM. Both GTM and the resultant 
grounded theory need evaluation if stakeholders are to trust the research.  
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8.6.1 Evaluating how GTM was Carried Out 
There are various ways in which researchers use GTM in research (Matavire and Brown, 2013), therefore, 
I described and explained the principles and procedures of GTM clearly, and the principles and 
procedures need to fit with the circumstances in the research. The quality of GTM is dependent on the 
suitability and clarity in the description, explanation and application of its principles and procedures 
(Glaser, 1998).  
8.6.2 Evaluating the Write-up of this GTM Study 
Writing in GTM studies is a retrospective process (Urquhart, 2013, p. 148, 2013, p. 171) and it is the final 
stage of GTM, meant to capture the whole process of GTM (Glaser, 1978, p. 128). The researcher needs 
to write for his/her GTM to reach many stakeholders and make the GT count (Glaser, 1978, p. 128) and 
there are many approaches to structure documentation of GTM based studies. 
The general structure of GTM write-up starts with an introduction, which carries the general problem 
(Glaser, 1978, p. 131). I derived the general problem and core variable from the GT that resulted from the 
study. The literature woven into the introductory chapter are mainly supplementary and not sources of 
derivation of the core category (Glaser, 1978, p. 131). If the chapter is an introduction, then the chapter 
should end with the outline of the chapters that constitute the write-up (Glaser, 1978, p. 131) and Chapter 
1 (Introduction) of this thesis espouses this advice from Glaser (1978). The introduction was followed by 
a literature review to contextualize the study, before the methodology presentation. However, there is a 
warning against being too steeped in the literature before analysis (Matavire & Brown, 2013). Therefore I 
wrote the contextual literature review fully aware of the risks. 
In order to manage the expectations of the reader every chapter in this thesis document begins with an 
outline of the contents of the chapter, which details how the goal(s) of the chapter. Chapters after the 
introduction end with a transition to the next chapter for the sake of flow in the document. 
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Recommendation to this approach was provided by Glaser, (1978) who went further to indicate that if the 
writeup is in the form of a book it ends with a chapter of general conclusions. 
Urquhart (2013) advises that researchers need to show coding procedures through examples, because an 
example will show the readers that the researcher is competent. This was done in Chapters 3, 4, 5 and 6, 
therefore, on the issue of coding procedure the thesis covers the required aspects in theory and practice. 
Integration of the substantive theory with extant literature depends on the nature of the substantive theory 
at hand (Urquhart, 2013). In cases of integration of the substantive theory with extant literature sometimes 
tables are used, sometimes diagrams are used (Urquhart, 2013) and sometimes the researcher grapples 
with the literature (Strauss, 1987). In all cases of presentation, Glaser and Strauss (1967, p. 229) 
recommend the researcher use several tools. In Chapter 7, I used many devices or tools to integrate 
pursuing fit with theories in extent literature. The research write-up meets readers and reviewers’ 
expectations by the level of credibility of the methodology used in the study. 
8.6.3 Credibility of GTM 
In order for the judgement on credibility to be in favour, the audience has to feel that they are part of the 
journey to the discovery of the theory through intimacy with data, descriptions and explanations in the 
research document. Therefore, a number of issues were attended to in order to ensure credibility of the 
GTM used in this study. Firstly I provided and followed clear procedures on data collection and analysis; 
and secondly, I vividly describe the data in the study so that the audience becomes intimate with the study 
subjects through the data. I heeded Glaser and Strauss’ (1967, p.228) suggestion that bringing intimacy 
with the data used in the research is helped by using data as evidence for conclusions thereby indicating 
how the theory emerged. Also, I used codified procedures to show how the transition from data to theory 
took place. Thirdly, I strived for clear explanation of the theory so that the audience understands it (see 
Glaser and Strauss, 1967, p. 228). 
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The credibility of GTM is earned through explication of the rationale in applying each and every 
procedure of GTM (Glaser & Strauss, 1967, p. 223). Credibility of GTM is enhanced by the very close 
relationship between GTM procedures, data and the concepts that emerge from using GTM procedures in 
the analysis (Glaser, 1998). This thesis document carries the reader through procedures applied in the 
study (see Chapters 3, 4, 5, 6, 7 and 8) in an attempt to make the reader feel close to the execution of the 
procedures and trust in the way I executed them. I applied, described, explained and grappled with GTM 
procedures (see Chapters 3, 4, 5, 6, 7 and 8) in an attempt to make the reader understand and trust the 
application of GTM in the study. 
8.7 Evaluating Pursuing Fit: A Checklist 
The checklist for the process of evaluating the substantive theory of pursuing fit starts with a discussion 
on the definition of the term ‘theory’. The section discusses the meaning of theory in general, in GTM 
literature and in information systems. The definition of theory in information systems provides bases for 
checking if pursuing fit fits the label ‘theory’. The section then gives consideration to the credibility of 
pursuing fit as theory. 
8.7.1 Pursuing Fit and the Meaning of Theory 
The word ‘theory’ might become meaningless due to the diversity of its referents (Merton, 1967, p. 39). 
Freese, (1980, p. 189) says, “What counts as formal sociological theory is very much in the eye of the 
beholder.” and Feldman, (2004, p. 565) also states “Let us be clear: theory is often in the eye of the 
beholder.” Sometimes there is a conflict in what is called theory (Freese, 1980, p. 188) because 
“Differences in views of theory depend to some degree on philosophical and disciplinary orientations, yet 
there are also commonalities.” (Gregor, 2006, p. 614). Definitions of theory espoused in interdisciplinary 
fields like information systems reflect these commonalities. Therefore, it makes sense to use the definition 
of theory in information systems as a basis for checking if pursuing fit is a theory. 
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“Nothing is quite so practical as a good theory” (Ven, 1989), a view which is echosed in another paper 
titled “Nothing as practical as a good theory” (Pawson, 2003). Thus, a good theory has to have 
implications on the subject discipline or field. Pursuing fit implies that e-recruitment demands adaptable 
recruitment stakeholders, otherwise the information technology used may be unsuitable and of little or no 
benefit to the dynamic recruitment process and its stakeholders.  
This research underscores information technology as a tool used in performing tasks in recruitment. 
Recruitment information and activities have always been able to share space with other things, like news 
in newspapers and chitchat in informal conversations. The noise of the Internet, however,  brings another 
level of demands, which reinforces the need to pursue the right information technology and other objects 
of concern. Random use of information technology will not guarantee favourable results, but meticulous 
selection and use of information technology increases the chance of favourable results (See Chapters 5 
and 6). However, it is one thing to postulate the research’s practical implications and another to see the 
implications playing out in practice. 
8.7.1.1 General Meaning of Theory 
It is difficult to get a clear understanding of the meaning of the term ‘theory’ in traditional research 
disciplines and it is even more difficult in a multi-disciplinary field like information systems, where 
stakeholders come from varied disciplines and have a variety of notions about the meaning of the word 
‘theory’. I discuss the meaning of theory in general, the meaning of grounded theory (GT) that results 
from the use of GTM and the meaning of theory in information systems. The meaning of theory in 
information systems captures espoused meanings of theory in many disciplines and that is expected, 
because information systems is interdisciplinary.  
Many studies define theory (Charmaz, 2006; Corley & Gioia, 2011; Feldman, 2004; Freese, 1980; Glaser, 
1998; Gregor, 2006; Merton, 1967; Peters, 2014; Ven, 1989; Weick, 1989; Whetten, 1989) and consider 
the essential elements of a theoretical contribution be explicit treatments of who, what, where, when, why, 
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and how - and the greatest of these is why (Whetten, 1989). Table 22 summarises the essential elements 
of a theory as presented by Whetten, (1989). This research document shows recognition of elements in 
Table 22 from chapter to chapter. 
Element Description Criteria for Evaluation 
What? Solicits for the exposition of factors that need to be considered as 
part of the explanation of the phenomenon of interest. 
Comprehensiveness (to see if all relevant 
factors were considered).  
Parsimony (Redundant factors need to be 
removed). 
How? Solicits for the relationships between the identified factors. 
Sometimes arrows and other connectors are used between 
representations of factors. 
There may be testing methodological 
inadequacies but that does not invalidate 
the relationships. 
Why? Solicits for justification of the selection of factors and their 
relationships. Sometimes this requires assumptions on which the 
theory is based to be presented. 
The logic underlying the model must be 
sound to the reader. The logic is usually 




These set the boundaries of the theory. Who and when solicit for 
contextual boundaries and when solicits for temporal boundaries. 
Contextual and temporal sensitivity with 
regards to the theory. 
Table 22: Essential Elements of a Theory (Whetten, 1989) 
8.7.1.2 Meaning of Theory in GTM Studies 
Much literature (Corley, 2015; Urquhart, Lehmann, & Myers, 2010) considers the definition of grounded 
theory. Framing the evaluation within the definition of GT gives a measure of how much of the results of 
the study using GTM stakeholders can call GT. 
Urquhart et al. (2010), in determining the scope of theory resulting from studies that use GTM, 
distinguish three levels of theory, which are: seed concepts, substantive theories and formal theories. Of 
the three levels, Urquhart et al. (2010) observe that substantive theories are in the majority in the studies 
they considered.  
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Seed concepts are conceptual ideations that allow the initialization of GTM (Glaser & Strauss, 1967, p. 6; 
Urquhart et al., 2010, p. 362). Seed concepts help the researcher select an area of investigation and define 
the topic (Urquhart et al., 2010) but have very limited range and scope in the theory building process. 
On the other hand substantive theory is “an intensive explanation of the details of action within a specific 
area” (Glaser, 2007, p. 82). Substantive theories have validity in a specific area but they are independent 
of data analysed and are of relevance beyond incidents observed (Glaser, 1978, p. 78, 1998; Glaser and 
Strauss, 1967). Independence of the substantive theory from the data analysed means that substantive 
theories are sufficient within a substantive area and do not confine their meaning only to data used in their 
development. Considering pursuing fit as presented in earlier chapters of this thesis, there is a strong and 
convincing argument that pursuing fit is a substantive theory. 
Further abstraction of concepts in substantive theories results in formal theory (Glaser, 1978, 2007; Glaser 
and Strauss, 1967). Formal theories give generalisations beyond individual substantive areas (Glaser, 
2007, p. 80). Glaser says of formal GT, “It is a written understanding of how a core category applies 
extensively and inclusively across a range of substantive areas.” (Glaser, 2007, p. 82). 
8.7.1.3 Theory in Information Systems and Pursuing Fit 
The primary goals of theory in information systems are analysis and description, explanation, prediction 
and prescription (Gregor, 2006, p. 619). Theories whose goal is analysis and description provide the 
conceptual structure of a phenomenon of interest together with the relationships (borne of analysis) 
between the concepts (Gregor, 2006, p. 619). Theories whose goal is explanation provide responses to 
questions of how, why and when in relation to events in a phenomenon of interest (Gregor, 2006, p. 619) 
and provide insight into the phenomenon. The goal of prediction holds for theories that inform on what 
will happen if some specific preconditions are met and prescriptive theories give steps that need to be 
followed if a particular result is to be obtained (Gregor, 2006, p. 619). Table 23 gives the types of theories 
and their distinguishing attributes together with indication of the types to which pursuing fit belongs.
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Theory Type Distinguishing Attributes Comment on Theory Type’s 
relation with Pursuing Fit 
Analysis Says what is. 
The theory does not go beyond analysis and 
description. No causal relationships among 
phenomena are specified and no predictions are made. 
Not a type to which pursuing fit belongs 
because pursuing fit goes beyond ‘what is’. 
Explanation Says what is, how, why, when, and where. 
The theory provides explanations but does not aim to 
predict with any precision. There are no testable 
propositions. 
Pursuing fit explains e-recruitment, and how, 
why, when and where information 
technology is an aide to recruitment (see 
Chapter 6). 
Prediction Says what is and what will be. 
The theory provides predictions and has testable 
propositions but does not have well-developed 
justificatory causal explanations. 
Pursuing fit indicates whether a combination 
of states of objects of concern will result in 
fit (see Chapter 6). 
Explanation and 
Prediction 
Says what is, how, why, when, where, and what will 
be. 
Provides predictions and has both testable 
propositions and causal explanations. 
Pursuing fit explains the dynamics between 
objects of concern and gives predictions of 
fit as explained earlier in this column. 
Design and Action Says how to do something. 
The theory gives explicit prescriptions {e.g., methods, 
techniques, principles of form and function) for 
constructing an artefact. 
Pursuing fit provides explanation and 
prediction but not prescriptions on how e-
recruitment should take place. 
Table 23: Types of Theories in Information Systems and their Relationships to Pursuing Fit 
Gregor (2006) goes further to detail core components that constitute the structure of any theory that 
include means of representation, constructs, statements of relationships and scope of the theory (Gregor, 
2006). Means of representation provide a way in which the presenter of the theory conveys the theory to 
stakeholders, constructs are concepts of the theory, statements of relationship are statements to relate 
concepts and the scope of the theory is the space of influence of the theory. Aside from evaluating how 
pursuing fit measures up to the definition of a theory I also consider evaluating the credibility of pursuing 
fit. 
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8.7.2 Evaluating Credibility of Pursuing Fit 
The presentation of the GTM study has an effect on how the reader judges credibility of GT (Glaser and 
Strauss, 1967, p. 230). According to Glaser and Strauss (1967), judging the credibility of the GT requires 
the reader to be carried into the substantive area through description of the substantive area and the reader 
must be taken through the procedures leading to the theory in the most transparent way possible (Glaser 
and Strauss, 1967, p. 230). The introduction (Chapter 1) to the thesis provides a description of the 
substantive area and the thesis takes the reader through procedures leading to the theory (see Chapters 3, 
4, 5, 6 and 7). Also having multiple comparison groups improves the credibility of the theory (Glaser and 
Strauss, 1967, p. 231) and in this study I had two groups of participants (jobseekers and recruitment 
agencies). 
Further, “The credibility of a grounded theory should be won by its integration, relevance and 
workability, not by illustration (example) used as if it were proof.” (Glaser, 1978, p. 134). The four 
criteria relevant in evaluating GT are fit, relevance, workability, and modifiability (Glaser, 1998, pp. 236–
237). Theory can arouse trust and truthfulness by, “…its grab, fit, relevance, workability and integration.” 
(Glaser, 2011, p. 61). Therefore, to evaluate Pursuing Fit the evaluator needs to consider grab, fit, 
relevance, workability and integration. 
When a theory has ‘grab’, it means the theory catches/captures the attention of at least its immediate 
stakeholders (Glaser, 1998). A theory with ‘grab’ stands out. Each of fit, relevance, workability and 
integration contribute to a theory’s ‘grab’. 
In GTM language, ‘fit’ is another word for validity (Glaser, 1998; Glaser and Strauss, 1967). There is no 
wrong theory (Glaser, 1998, p. 37), but there are theories that cannot be trusted because they do not 
embody the data, or the phenomenon from which they supposedly emerged (do not ‘fit’). The reader 
observes ‘fit’ when the data directs the labelling of patterns noted in the data (as shown in Chapters 4,5 
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and 6), and ‘fit’ requires that the grounded theory integrate with extant literature (Glaser, 1998) (as done 
in Chapter 7). 
Relevance implies that the concepts that emerge must reflect the true issues of concern to the participants 
in the substantive area (Glaser, 1998). The substantive theory of pursuing fit is closely related to the 
subject matter of concern (see how in vivo terms influenced the naming of concepts in Chapters 5 and 6). 
Workability is a criterion for evaluating GT, and Glaser (1998) said that if the concepts and what is 
occurring are tightly related then the concepts work. If the core variable accounts for the continuous 
resolution of the main concern, then the core variable works. The evaluator then has to check the core 
variable against what is going on in the phenomenon studied to see if the core variable continuously 
captures what is occurring throughout the phenomenon (Glaser, 1978, 1998). The process of determining 
the core variable (see Chapters 4, 5, 6 and 7) allowed me to evaluate workability of the core variable. 
Modifiability is an attribute associated with grounded theory’s openness to modification through the 
process of constant comparison. According to Glaser (1998, p. 237), “The theory does not force the data, 
the theory gets modified by it.”. Also, if  “…all is data.” (Glaser, 1978) it means extant literature has the 
ability to modify the theory (see Chapter 7) because extant literature provides data. The emergence of a 
theory from its embryonic stage to a fully-fledged substantive theory, which still provides scope for 
further development, is evidence of modifiability of the theory. 
8.8 Reflections on Context in which Pursuing Fit Occurs 
The theory of pursuing fit emerged from within the context of Namibia. Three characteristics defining the 
context were: (1) the geographic dispersion of the Namibian labour force, which makes traditional 
approaches to recruitment inefficient and/or ineffective; (2) the pervasiveness of mobile information and 
communication technologies (m-ICTs) that facilitate e-recruitment by recruitment stakeholders, and (3) 
competition among jobseekers for scarce job opportunities and competition among recruiters for 
jobseekers with scarce skills. Context did not emerge as a significant variable in the emergent theory. As 
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Glaser & Holton (2004) assert “context must emerge as a relevant category or as a theoretical code like all 
other categories in a GT. It cannot be assumed as relevant in advance”. Nevertheless, traces of this 
context were evident in the data, and in the labelling of some emergent concepts. The context of 
geographic dispersion as an issue was evident in that some jobseekers indicated they moved to urban 
centres because of the lack of regular access to both Internet services as well as newspapers. Some job-
seekers in remote areas would request friends in the city to send details of job-postings in newspapers to 
them electronically (e.g. via Whatsapp) , as the newspaper deliveries were not always regular in remote 
areas. The data also confirmed widespread use of mobile technology by job-seekers, and increased use of 
social media for e-recruitment purposes. The data pointed to the high levels of competition for jobs, as 
recruitment agencies vetted applications. The concept of “Waving a Placard” was reflective of the 
context. The label is a result of observing how jobseekers in Namibia stand by roadsides and vicinities of 
hardware shops waving placards with the jobseekers’ skill-set written on them in an attempt to attract 
passers-by who may have wanted to recruit. At times, jobseekers wave the tools of their trade e.g. paint 
brushes, joinery tools and so forth. The same concept is adopted online by jobseekers, when they register 
on job providers’ websites and professional websites - they present their skills, experience and other 
relevant details. 
8.9 Summary of the Chapter 
This chapter covered the following topics: Debate on IS research, Reflection on Conceptualisation of E-
recruitment in View of Pursuing Fit, Checking if Objectives of the Research were Met, Evaluating 
Quality of the GTM Process, Evaluating GTM Process Applied in this Study, Evaluating Pursuing Fit: A 
Checklist and Reflections on Context in which Pursuing Fit Occurs. 
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CHAPTER 9: CONTRIBUTION OF THE STUDY AND FURTHER 
RESEARCH 
9.1 Introduction 
This chapter concludes this thesis with An Overview of the Research Study, Contributions of the 
Research  to Knowledge, Further Research, and Summary of the Chapter.  
9.2 An Overview of the Study 
E-recruitment consists of diverse artefacts and stakeholders that interact in a variety of ways. 
Stakeholders interpret e-recruitment artefacts in conjunction with other e-recruitment factors, e.g. for 
jobseekers the interpreted factors includethe job, job provider and jobseeker. For recruitment agencies the 
interpreted factors include clients of the agency, and candidates for the job. 
Problems with e-recruitment and gaps in e-recruitment theory prompted for research in e-recruitment, 
starting with investigating what happens in e-recruitment. Therefore, the research aimed to develop a 
substantive theory that captures what happens in e-recruitment. Thus the objectives were to identify the 
main concern and sub-concerns of jobseekers and recruitment agencies in e-recruitment in Namibia and to 
understand how the concerns are processed and resolved by jobseekers and recruitment agencies.  
This study followed a GTM approach to develop a substantive theory from empirical data. Since this 
study did not start with predefined concepts it used classic GTM. Using the principle aspects of classic-
GTM i.e. theoretical sampling, iterative coding, constant comparison and memoing the study explained 
the phenomenon of e-recruitment from the integrated perspectives of jobseekers and recruitment agencies. 
What happens in e-recruitment was captured through discussions with jobseekers and recruitment 
agencies. The suitability of the resulting theory to practice was evident through its complementary 
integration with extent theories in IS literature. 
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9.3 Contributions of the Study to Knowledge 
This study uncovered the main concern of jobseekers and recruitment agencies in e-recruitment processes 
in Namibia. The study further uncovered how the main concern (fit) is resolved by pursuing fit. The 
theory of continually resolving the main concern by pursuing fit is a theoretical contribution to knowledge 
because such a theory fits well with the studied phenomenon of e-recruitment. 
Chapter 7 discusses integration of pursuing fit with the extant body of theories, including task-technology 
fit (TTF), pursuit-evasion theory and matching theory. Pursuing fit relates to TTF in cases of lack of fit 
between task attributes (e.g. job-seeking) and information technology attributes. Pursuing fit through its 
subcategory positioning for fit relates to pursuit-evasion theories. Matching theories relate closely to 
interpreting objects of concern, which is a subcategory of pursuing fit. There are constructs beyond the 
scope of TTF, pursuit-evasion theories and matching theories which are accommodated by pursuing fit, 
through subcategories like tracking objects of concern, and positioning for fit. 
The real strength of the theory is not only that people pursue fit and that they position for fit, but that the 
theory reveals how this positioning happens and how information technology, its interpretation and its 
tracking has implications for the multiple dimensions of fit. 
9.4 Further Research 
This study determined what happens in e-recruitment from the perspectives of jobseekers and recruitment 
agencies and in so doing raised questions worth researching further. 
9.4.1 Considering Perspectives of More Stakeholders 
This study considers the perspectives of only two types of stakeholders on e-recruitment A study that 
considers the perspectives of more than two stakeholders simultaneoulsy would give further insight into 
e-recruitment. Such a study would include the perspectives of any two or more of jobseekers, employers, 
recruitment agencies, e-recruitment artifact developers, e-recruitment platform owners and others. One 
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investigation to consider in such an instance includes finding out whether the main concern remains the 
same as in this study. 
This study focused on Namibia, which has a population of approximately 2 million people and a 
relatively small economy whose Gross Domestic Product by Teweldemedhin’s, (2015) study is at number 
139 in the world. An investigation into the same concern in more populous contexts and bigger 
economies would be beneficial.  
9.4.2 Research on E-recruitment in the Face of Emerging Information Technologies  
A number of information technologies are emerging and have potential to change the face of e-
recruitment. Some of these technologies include: 5th Generation (5G) technology, Edge Computing (EC) 
and Quantum Computing (QC). 
Liu et al., (2017) commented that 5G technology’s scope covers the development of a number of wireless 
communication standards, and such development consequently means technological advancement and 
social interaction. The specifications of 5G architecture stated by Chen & Kang, (2018) are enhanced 
mobile broadband, ultra-reliable and low latency communications, and massive machine-type 
communication, thus 5G is expected to serve beyond only telecommunications to include the whole 
information society. Given  such a scope and architecture specification researchers need to investigate the 
impact and effect that 5G will have on e-recruitment. 
The Edge Computing (EC) paradigm as viewed by Satyanarayanan, (2017) as one that allows for 
computing and storage resources to be placed close to mobile devices, sensors, end users, Internet of 
things, etc and not in the Internet at a distance from where they are useful. Satyanarayanan (2017), Ai et 
al., (2018) and Chang et al., (2019) add that placing these resources at the edge of the Internet close to 
where they are used improves latency, bandwidth, trust, and survivability. Again, how will this or how is 
this changing the phenomenon of e-recruitment? 
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There are concerns that Quantum Computing (QC) will render current encryption algorithms obsolete 
(Dysart, 2018). Given that stakeholders in e-recruitment are already worried about the security of data 
they provide online (Yoon Kin Tong, 2009), then what dynamics will QC bring to e-recruitment? How 
will quantum algorithms fare in e-recruitment? These and other questions need investigation. 
I have reflected on what e-recruitment will be like after disruption by each of the above information 
technologies, but what will be the compound impact or effect of these and other emerging information 
technologies (e.g. robotics process automation, artificial intelligence, etc.) on e-recruitment? I recommend 
research to understand the nature of emerging technologies in relation to e-recruitment.   
9.4.3 Research on Affordances in E-recruitment 
The concept of “Interpreting Information Technology” emerged as a key concept in the Pursuing Fit 
theory. The concept has some resonance with the notion of affordance. An affordance has been defined as 
“the potential for behaviour associated with achieving an immediate concrete outcome and arising from 
the relation between an artifact and a goal‐oriented actor or actors” (Strong et al., 2014, p. 69 as cited by 
Fromm et al., 2020). Considering e-recruitment as the artefact, and the job-seeker, job-provider and 
recruitment agency as actors, research can be conducted to understand the affordances of e-recruitment, 
how they are realised and with what outcomes. 
9.5 Summary of the Chapter 
The chapter presented the following: Introduction, An Overview of the Study, Contributions of the Study 
to Knowledge, Implications of the Study, and Further Research. This chapter indicates in many ways why 
the study was done.  
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APPENDICES 
Appendix A: List of Participants 
i) Jobseekers 












1 Vekarapi Windhoek     1 2/3/2015 
2 Casper Tsumeb 1 17/3/15 1 28/5/15 
3 Quinton Keetmashop 0   1 15/6/15 
4 Loice Ondangwa 0   1 23/4/15 
5 John Rundu 0   1 12/5/2015 
6 Hangula Ondangwa 0   1 19/5/15 
7 Saara Swakopmund 1 18/3/15 0   
8 Kauna Oshakati 1 2/4/2015 0   
9 Kandombo Ondangwa 1 10/4/2015 0   
10 Josephine Otjiwarongo 2 29/4/15, 30/4/15 1 27/5/15 
11 Shivute Oshakati 2 10/10/15, 30/4/15 1 1/6/2015 
12 Mandume Gobabis 2 30/4/15, 26/10/15 0   
13 Penehafo Otjiwarongo 1 2/5/2015 1 1/6/2015 
14 shilongo Tsumeb 1 5/5/15,  1 2/6/2015 
15 Kazembiri Rundu 1 5/5/2015 0   
16 Amukwaya Windhoek 2 6/5/15, 21/10/15 1 3/6/2015 
17 Kapenda Katima Mulilo 2 7/5/15, 20/10/15 1 15/6/15 
18 Lizel Walvis Bay 1 30/4/15 1 27/5/15 
19 Koch Swakopmund 1 8/5/2015 0   
20 Ndapewa Otjiwarongo 2 20/10/15, 21/10/15 1 3/6/2015 
21 Peneyambeko Ondangwa 1 21/10/15 1 3/6/2015 
22 Paulina Tsumeb 1 26/10/15 0   
23 Hafeni Ongwediva 1 20/10/15 0   
24 Ndilinawa Tsumeb 1 20/10/15 1 4/6/2015 
25 Namupala Otjiwarongo 2 20/10/15, 20/10/15 1 4/6/2015 
26 Hailonga Ondangwa 1 27/10/15 1 15/6/15 
27 Shakela Oshakati 1 27/10/15 0   
TOTAL 29   18   
GRAND TOTAL 47   
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ii) Recruitment Agencies 
  Pseudonym (Contact Person's 
Pseudonym) 




1 Posh (Loini, Judith) Windhoek 2 29/7/15, 18/8/15 
2 DevSite Unknown 0 N/A 
3 Talent Scout (Sheron) Windhoek 1 11/8/2015 
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Appendix B: Excerpt of Notes Written after a Meeting 
Pseudonym: Vekarapi 
Gender:   Male 
Origin:    Windhoek 
Emp. Status: Employed. Looking for better positions. 
Education and Skills: PhD 
Medium of Interviewing: Phone 
Date:  2/03/2015 
 
Interviewer: Say something about your job seeking experience. 
Vekarapi: My friend, I have looked for employment for a long time in different places-North, South, East 
and West. I have been fortunate at times but as I continued increasing the chances of being fortunate by 
bettering my qualifications I started being fortunate most of the times. 
I have sat down and wrote applications on paper by hand. There is no backspace when you are writing by 
hand – you have to start everything over when you make a typo. But now, in this era of information 
technology if the job requires that I hand-write my cover letter, my interest in that job is tempered. This is 
the digital era. But at the same time I would be interested to see people’s faces in interviews.     
Interviewer: So are you saying there are some aspects of electronic recruitment that you are not 
comfortable with? 
Vekarapi: Yes. I have uploaded CV’s on websites and in many cases no acknowledgement came my way. 
That is not what I want. It is difficult to even know if anyone looks at those CVs and cover letters which 
people upload. I then have to call some contact number given on the website only to be told, “Don’t 
University of Cape Town 
PhD Thesis (2019)     223               Mike Abia 
 
worry sir, will get in touch with you.”. At that I appreciate some of the ways of the past, which I can 
combine with new information technology to ensure my application reaches its destination.  
Interviewer: How do you combine them? 
Vekarapi: At times when it is imperative that I get my application to the desired destination, I send it by 
courier and track the it online. Online I can see where the application documents are and when they get 
to the destination I see who received them. I can then call in later days enquiring about the application 
and when I call I can always ask to talk to the person who received my application by name. Putting a 
face or name to who you are talking to helps a lot.  
Interviewer: How does putting a face or name help? 
Vekarapi: It’s a psychological thing or maybe it is momentum from the past. I find that when you call 
upon an individual by name, they tend to be helpful depending on how courteous you are. Maybe it is just 
me but sometimes I want to meet the responsible people in person. A handshake may encourage them to 
call you for an interview. Those are my thoughts. Or sometimes by direct physical contact I get to read 
the result of the application, I get to see the ‘chemistry’. At times I notice that there is no hope for me on a 
particular vacancy after meeting the recruiting individuals. It’s all about reading people and seeing if 
they like you or if you like them. 
Interviewer (Q8): Have you ever enlisted the services of recruitment agencys? 
Vekarapi: Sure Mike. You know that when one is looking for a job one uses as many strategies as 
possible.  Those guys also give tips on many other aspects of the job seeking process like how to conduct 
oneself in an interview. Also, some of them have personal contacts within client organizations which may 
turn out to be to the candidate’s advantage because they represent the candidate to the client. Some jobs 
will not appear anywhere else except on employment agencys’ websites, so I go there. At times they post 
such vacancies in newspapers but they still require you to visit their website. They know some of us read 
real old style newspapers (paper-based as opposed to online) so they also put the adverts there. 
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Appendix C: Sample Memos 
i. Memo on Exploring the Use of Depth-First Search Algorithm as a Strategy in 
GTM (15/4/2015) 
Taking vertices to represent concepts relevant to the developing theory. An algorithm for the depth-first 
search (DFS) algorithm on a graph G (structure of connected concepts) of relevant concepts can be 
written in exactly the common way depth-first search (DFS) is usually defined. See below. 
 
DFS(G,v) //v is the vertex where the search starts and G is the  
  //graph of concepts 
         Stack S := {}; //starting with an empty stack 
         for vertex u, set visited[u] := false;  
         push S, v; 
         while (S is not empty){//start loop 
            u := pop S; 
            if (not visited[u]) then 
               visited[u] := true; 
               for each unvisited neighbour w of u 
                  push S, w; 
            end if 
         }//end loop 
      END DFS() 
 
Just as it is sometimes useful to keep track of the edges used to visit the vertices, it is essential to also note 
edges (relationships) between vertices since these edges would span the vertices visited as they do so tell 
a story of the developing theory. At the end of the traversal I end up with a structure telling the story of 
behind the behavior of participants in the substantive area. 
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The advantage of this approach would be that it encourages theoretical coding as the researcher 
establishes theoretical codes on the go and also reduces the amount of memo sorting necessary as relevant 
memos are likely to follow the developing story. 
 
 
ii. Excerpt from Memo on Redirecting/Channelling (11/7/2015) 
In the context of this study channelling means to direct towards a particular end or object. In this 
study interaction was being redirected from one interaction medium to another e.g. newspaper to 
online. Through face-to-face interaction recruitment participants were directed online, and from social 
networking platforms recruitment participants were directed to online recruitment systems. Also, 
there are incidents in which channelling directed online recruitment participants from online 
recruitment systems to offline recruitment systems. Figure below captures the technique of 
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The reasons for channelling are diverse. Participants in the research considered recruitment 
approaches that were most favourable to them in deciding on channelling. Online recruitment 
phenomenon was cheap for the respondents but sometimes it needed participants to be channelled from 
their familiar traditional offline recruitment phenomenon. Recruitment agencys posted job positions 
in newspapers with the least possible details and made sure to refer the interested part to their website 
for comprehensive details. This was because newspapers were much more expensive to communicate 
through than the recruitment agencys’ own websites. On the other hand, candidates marketed 
themselves in newspapers aside from having prevailing online presence in order to increase the 
chances of getting employment and hence free themselves from the confines of the recruitment 
phenomenon. 
Newspaper Advertisement 
For this and other job positions 
visit our website at 
www.xyz.com.na/jobs 
e-recruitment 
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Appendix D: Protocol for Observation of Participants 
 
Date of Visit  
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Appendix F: Sample Online Jobseeker Profile 
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Appendix H: Coding Matrices on Jobseekers Data 
i. Interpreting Fit 
Interpreting Objects of Concern 








1 Amukwaya traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





2 Chris traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





3 Hafeni traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





4 Hailonga traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





5 Hangula traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





6 John traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 
jobseeker is 
inexperienced 
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technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
wants. biasing. job provider 
wanting experienced 
jobseekers. 
7 Josephine traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





8 Kandombo traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





9 Kapenda traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





10 Kauna traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





11 Kazembiri traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





12 Koch traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
job not fitting 
jobseeker 
perception. job does 
job provider wants to 
know. job provider is 
restricting. job provider 
jobseeker is 
inexperienced 
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technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
not fit jobseeker’s 
wants. 
is helpful. job provider 
biasing. job provider 
wanting experienced 
jobseekers. 
13 Lizel traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





14 Loice traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





15 Mandume traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





16 Namupala traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





17 Ndapewa traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





18 Ndilinawa traditional approach is inconvenient. 
information technology is fair. information 
job not fitting 
jobseeker 
job provider wants to 
know. job provider is 
jobseeker is 
inexperienced 
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technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
perception. job does 
not fit jobseeker’s 
wants. 
restricting. job provider 
is helpful. job provider 
biasing. job provider 
wanting experienced 
jobseekers. 
19 Paulina traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





20 Penehafo traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 







traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





22 Quinton traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





23 Saara traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 
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24 Shakela traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





25 Shilongo traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





26 Shivute traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 





27 Vekarapi >>>>traditional approach is inconvenient. 
information technology is fair. information 
technology defines modernity. information 
technology use is convenient. information 
technology leads to traditional approaches. 
information technology-aided approach is 
viable. information technology helps 
recruitment. information technology use is 
convenient. information technology is 
efficient. information technology is 
restrictive. information technology is 
replacing traditional means. 
job not fitting 
jobseeker 
perception. job does 
not fit jobseeker’s 
wants. 
job provider wants to 
know. job provider is 
restricting. job provider 
is helpful. job provider 







Tracking Objects of Concern 









1 Amukwaya interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
2 Chris interpreting changes in 
information technologies. 
noting changing information 
technologies. Wishing for 
better information 
technologies. 
observing trends in 
job requirements. 
networking 
networking. recycling. following trends in job 
seeker job experience. 
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3 Hafeni interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
4 Hailonga observing improvements in 
technology. Interpreting 
changes in information 
technologies. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
5 Hangula interpreting changes in 
information technologies. 
noting changing information 
technologies. Wishing for 
better information 
technologies. 
observing trends in 
job requirements. 
networking 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
6 John interpreting changes in 
information technologies. 
noting changing information 
technologies. Wishing for 
better information 
technologies. 
observing trends in 
job requirements. 
predicting changes in 
job requirements. 
networking 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
7 Josephine interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
8 Kandombo interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
9 Kapenda channelling to information 
technology. Moulding. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
10 Kauna selecting information 
technology. job redirecting 
jobseeker to information 
technology. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
11 Kazembiri interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
networking. moulding. following trends in needed 
jobseeker training 
(moulding). 
12 Koch interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
13 Lizel observing improvements in 
technology. Interpreting 
changes in information 
technologies. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
14 Loice interpreting changes in 
information technologies. 
noting changing information 
technologies. Wishing for 
better information 
observing trends in 
job requirements. 
networking 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
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15 Mandume job redirecting jobseeker to 
information technology 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in needed 
jobseeker training 
(moulding). following 
trends in job seeker job 
experience. 
16 Namupala observing improvements in 
technology. Interpreting 
changes in information 
technologies. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
17 
Ndapewa interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
18 Ndilinawa observing improvements in 
technology. Interpreting 
changes in information 
technologies. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
19 Paulina interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
20 Penehafo interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in needed 
jobseeker training 
(moulding). following 
trends in job seeker job 
experience. 
21 Peneyambeko interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
networking. moulding. following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
22 Quinton interpreting changes in 
information technologies. 
noting changing information 
technologies. Wishing for 
better information 
technologies. 
observing trends in 
job requirements. 
networking 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in needed 
jobseeker training 
(moulding). following 
trends in job seeker job 
experience. 
23 Saara interpreting changes in 
information technologies. 
noting changing information 
technologies. Wishing for 
better information 
technologies. 
observing trends in 
job requirements. 
networking 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
24 Shakela observing improvements in 
technology. Interpreting 
changes in information 
technologies. 
moulding. observing 
changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
following trends in job 
seeker job knowledge. 
following trends in job 
seeker skills. 
25 Shilongo interpreting changes in 
information technologies. 
noting changing information 




changes in job 
requirements. 
networking. 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in needed 
jobseeker training 
(moulding). following 
trends in job seeker job 
experience. 
26 Shivute interpreting changes in 
information technologies. 
moulding. observing 
changes in job perceiving trends in 
following trends in needed 
jobseeker training 
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noting changing information 








trends in job seeker job 
experience. 




observing trends in 
job requirements. 
networking 
perceiving trends in 
recruiters. networking. 
Delegating. 
following trends in job 
seeker job experience. 
 
ii. Positioning for Fit 
Seeking a Position 
  Waving a Placard Requesting for a Position 
1 Amukwaya   solicited requesting for a position. 
unsolicited requesting for a position 
2 Chris signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
3 Hafeni   solicited requesting for a position. 
4 Hailonga   solicited requesting for a position. 
unsolicited requesting for a position 
5 Hangula signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
6 John signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
7 Josephine signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
8 Kandombo signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
9 Kapenda   solicited requesting for a position. 
unsolicited requesting for a position 
10 Kauna signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
11 Kazembiri   solicited requesting for a position. 
unsolicited requesting for a position 
12 Koch   solicited requesting for a position. 
13 Lizel   solicited requesting for a position. 
unsolicited requesting for a position 
14 Loice signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
15 Mandume signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
16 Namupala   solicited requesting for a position. 
unsolicited requesting for a position 
17 Ndapewa   solicited requesting for a position. 
18 Ndilinawa   solicited requesting for a position. 
unsolicited requesting for a position. 
19 Paulina   solicited requesting for a position. 
20 Penehafo notifying and updating solicited requesting for a position. 
unsolicited requesting for a position 
21 Peneyambeko   solicited requesting for a position. 
22 Quinton signalling current position. signalling current 
employment recruitment expectations. signalling 
solicited requesting for a position. 
unsolicited requesting for a position 
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  Waving a Placard Requesting for a Position 
expectations about information technology. 
23 Saara signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
24 
Shakela   solicited requesting for a position. 
unsolicited requesting for a position 
25 Shilongo   solicited requesting for a position. 
unsolicited requesting for a position 
26 Shivute signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
27 Vekarapi signalling current position. signalling current 
employment recruitment expectations. signalling 
expectations about information technology. 
solicited requesting for a position. 
unsolicited requesting for a position 
Registering a Position 




Registering a Psychological 
Position 
1 Amukwaya registering on mobile network relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
2 Chris registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
3 Hafeni registering on mobile network relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
4 Hailonga registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
5 Hangula registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
6 John registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
7 Josephine registering on mobile network relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
8 Kandombo registering on professional 
network 
relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
9 Kapenda registering on social networks. 
registering on professional 
network. registering on mobile 
network. 
relocating. Visiting a place. cyber communication with job providers. Non-
cyber communication with job providers. 
10 Kauna registering on mobile network relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
11 Kazembiri registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
12 Koch registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
13 Lizel registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
14 Loice registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
15 Mandume registering on professional 
network. registering on mobile 
network 
notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
16 Namupala registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
17 Ndapewa registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
18 Ndilinawa registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
19 Paulina registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
20 Penehafo registering on mobile network relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
21 Peneyambeko registering on mobile network relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
22 Quinton registering on professional 
network. registering on mobile 
network 
notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
23 Saara registering on professional 
network 
notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
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24 Shakela registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
25 Shilongo registering on job provider 
websites. registering on 
mobile network. 
relocating. cyber communication with job providers. Non-
cyber communication with job providers. 
26 Shivute registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
27 Vekarapi registering on mobile network notifying of physical address cyber communication with job providers. Non-
cyber communication with job providers. 
 
Affirming a Position 
  Waving a Placard Networking 
1 Amukwaya signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
2 Chris signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
3 Hafeni signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
4 Hailonga signalling unchanged position. notifying and updating. communicating. Connecting. 
5 Hangula signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
6 John signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
7 Josephine signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
8 Kandombo signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
9 Kapenda signalling unchanged position. notifying and updating. communicating. Connecting. 
10 Kauna signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
11 Kazembiri signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
12 Koch signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
13 Lizel signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
14 Loice signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
15 Mandume signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
16 Namupala signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
17 Ndapewa signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
18 Ndilinawa signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
19 Paulina signalling unchanged position. notifying and updating. communicating. Connecting. 
20 Penehafo signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
21 Peneyambeko signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
22 Quinton signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
23 Saara signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
24 Shakela signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
25 Shilongo signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
26 Shivute signalling unchanged position. notifying and updating. communicating. requesting connection. Connecting. 
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Appendix I: Coding Matrices on Recruitment Agencies Data 
i. Interpreting Fit 
Interpreting Objects of Concern 












1 DevSite information technology is efficient. 
information technology gives freedom. 
information technology is trendy. 

















2 TalentScout information technology is efficient. 
information technology is convenient. 
describing information technology. 
information technology is an aiding 
tool. information technology is trendy. 






the job. job fits 
social media 
advertising. job is 
attractive. 
understanding the 


























3 Posh information technology is efficient. 
information technology is convenient. 
describing information technology. 
information technology is ineffective. 
information technology is preferable. 
information technology is sufficient. 
information technology is an aiding 
tool. information technology is trendy. 
information technology is taking over 
recruitment activities. 
contextualising 






















Tracking Objects of Concern 









Tracking the Recruitment 
Agency 













following delimits on geography. 
following agency’s service goals. 
following agency’s technology 
philosophy. following agency’s 
networking goals. 












following delimits on geography. 
following agency’s service goals. 
following agency’s technology 
philosophy. following agency’s 
networking goals. 














following delimits on geography. 
following agency’s service goals. 
following agency’s technology 
philosophy. following agency’s 
networking goals. 
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ii. Positioning for Fit 
Seeking a Position 
 
 Advertising Networking 
1 DevSite incentivising for a position. networking for a position. communicating. conferring. 
2 TalentScout incentivising for a position. wooing for a position. communicating. conferring. 
3 Posh networking for a position. communicating. conferring. 
 






Registering a Psychological Position 
1 DevSite creating online account. 
Publishing 
acquiring physical space. 
publishing physical space. 
claiming expertise. comparing agains competitors. claiming attractiveness. 
advertising. 
2 TalentScout creating online account. acquiring physical space. 
publishing physical space. 
claiming expertise. comparing agains competitors. claiming attractiveness. 
advertising. 
3 Posh creating online account. 
Publishing 
acquiring physical space. 
publishing physical space. 
claiming expertise. comparing agains competitors. claiming attractiveness. 
advertising. 
 
Affirming a Position 
  Publicising Occupancy of Position Protecting a Position 
1 DevSite publishing position details. distributing position details. serving satisfactorily. concealing access. securing a position. 
2 TalentScout publishing position details. distributing position details. serving satisfactorily. concealing access. securing a position. 
3 Posh distributing position details. networking. serving satisfactorily. concealing access. securing a position. 
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Appendix K: E-recruitment Literature 
i. Overview of the Literature Review Process Based on GTM 

































• e-Human Resource Management 
• electronic HRM 




• Internet recruiting 
• Internet recruitment 




• online recruitment 
• recruiting online 
• recruiting on the Internet 
• recruiting on the web  
• recruitment online 
• web-based recruiting 
• web-based recruitment 
• web recruiting 











Get 1 article 



















Is article relevant 
based on content 
and source? 
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Further details of the process of reviewing literature using GTM in this study are given in subsequent 
sections of this appendix. 
ii. Search for Articles 
In order to be considered for this review a paper had to be published in a peer reviewed high ranking 
journal (by impact factor) in Information Systems (IS) or related fields like Human Resources, Social 
Sciences, Psychology, etc. Because there is so much literature on e-recruitment, I decided to automate 
some of the activities during the search and selection process. I used the web search engine (Google 
Scholar) and other tools to search electronically for the articles. I fed keywords relevant to e-recruitment 
to the searching tools for them to do the search based on the words. Many of the keywords were adopted 
from Wolfswinkel et al.’s, (2010) work and they are given in Figure 72, which also presents steps 
followed in the search and sampling of relevant research articles. After initial automated search on 
www.googlescholar.com and filtering of articles for relevancy based on title I had almost 500 journal 
articles, conference papers, etc. and I further filtered these articles based on their journal of origin and 
content. I had a basket of more than 145 high ranking journals and any article in one of the journals and 
with relevant content was selected. I included the South African Journal of Information Management, 
South African Journal of Human Resource Management and Electronic Journal of Information Systems in 
Developing Countries because of their contextual uniqueness than any other literature source. They are 
focused on developing country environments. The search process provided a set of many articles, but it 
did not qualify all of them as useful for the review. The selection process had to take place to sample 
useful and relevant articles for the review. 
I do not claim to have extracted all articles on e-recruitment from the chosen journals, but I have a fairly 
representative sample for the purpose of the review, which is to conceptualise e-recruitment and later on 
determine the role of IT artefacts in e-recruitment. 
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iii. Theoretical Sampling of Articles 
This study set out to identify all possible conceptualizations of e-recruitment regard-less of the number of 
research papers analyzed. Therefore, ideally all papers on e-recruitment needed to be included in the 
review. Alternatively, papers included in the analysis had to be a representative sample of all papers in e-
recruitment that were relevant for the developing conceptualizations. However with the vast amount of 
research in e-recruitment it would be difficulty or extremely time consuming to in-clude all relevant e-
recruitment research articles for the review. The alternative of having a representative sample is viable 
and using GTM’s theoretical sampling was feasible for the objectives of this research to be met. 
Sampling of research articles was based on two criteria in order to ensure relevancy of the articles to the 
review. Firstly, the article had to be in the field of e-recruitment regardless of discipline (Information 
Systems, Human Resource Management, Sociology, etc.). Secondly, the article had to be “picked” based 
on the developing concep-tualizations. The second criterion is based on the definition of theoretical 
sampling by Glaser & Strauss, (1967) that presents it as data collection with joint coding and analysis of 
data and making decisions on the data to collect next and where to find it. 
The initial decision on sampling of articles was based on finding an article that met the first criterion. This 
logical approach is in line with practice in GTM (Glaser, 1978), where theoretical sampling is based on 
concepts relevant to the study. This approach coin-cided with Glaser’s (1978, p. 40) guidance on how to 
determine the next set of data to collect using theoretical sampling. By and by, theoretical sampling was 
performed until all the conceptualizations got saturated and the conceptualization completed.  
Saturation and Completeness. Glaser (1998) defined saturation as a state where new data does not bring 
new properties to the concepts. In an effort to attain complete-ness a check was done to make sure all 
conceptualizations were included. 
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End of Theoretical Sampling. Theoretical sampling ended when saturation and com-pleteness was 
achieved. It is noted that by following theoretical sampling, the goal was to consider articles in the 
population that one was directed to by the emerging conceptualizations and at the end have a 
representative sample. An un-representative sample will likely invite questions related to saturation and 
completeness. 
Results of Theoretical Sampling. Theoretical sampling ended when saturation and completeness were 
achieved. This is the point at which the number of research arti-cles involved in identifying 
conceptualizations in e-recruitment were counted. In the end 26 research articles were relevant for 
identifying and explaining conceptualiza-tions of e-recruitment. Table 24 gives the articles sampled for 





Communications of the ACM  3 Lee, (2007); Smyth, (2002); Wirtky et al. (2016) 
Computer Fraud & Security  1 Vidros et al., (2016) 
Decision Support Systems  1 Lee, (2011) 
European Journal of Work and Organizational 
Psychology  
1 Ehrhart et al., (2012) 
Human Resource Management  1 Feldman & Klass, (2002) 
Human Resource Management Journal  1 Parry & Tyson, (2008) 
Industrial Management & Data Systems  1 Yoon Kin Tong, (2009)  
International Journal of Selection and Assessment 7 Bartram, (2000); Braddy et al., (2009); Garcia-
Izquierdo et al., (2010) ; Kashi & Zheng, (2013) ; 
Selden & Orenstein, (2011); Sylva & Mol, (2009); 
Van Hoye & Lievens, (2007)  
Internet Research  2 Faliagka et al., (2012); Jansen et al., (2005)  
Online Information Review  2 Smith & Rupp, (2004); Wang & Guo, (2012)  
Organizational Behavior and Human Decision Processes 1 Walker et al., (2011) 
Review of Public Personnel Administration  1 Llorens (2011) 
Social Science Computer Review 1 Braddy et al., (2003) 
South African Journal of Information Management 1 Pavon & Brown, (2010) 
South African Journal of Human Resource Management 2 Koch et al., (2018); Chiwara et al., (2017) 
Table 24: Sample E-recruitment Articles and Source Journals 
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When an article was picked it was analysed instantly before theoretical sampling enabled the picking of 
the next article. 
iv. Analyzing Articles 
Analysis of the articles that let conceptualizations of e-recruitment emerge (see Figure 72) required that 
constant comparison be applied by comparing codes to codes and concepts to concepts to find and note 
their relationships and further develop the con-ceptualizations. The emerging conceptualizations served as 
a framework for further selection of articles and using systematic deduction from the emerging 
conceptualiza-tion possibilities and probabilities were determined to guide the next cycle of article 
selection. Memos were created to note the analysts’ ideas. Memoed ideas also served to direct the analysts 
on the next article to sample. 
Every sampled article was investigated for its perspective on the essence of e-recruitment or the most 
essential or most vital part that embodied the conceptualiza-tion of e-recruitment. The essence expressed 
in the article implied the perception at the least, otherwise it was the perception by itself. Indicators in the 
article brought forth the conceptualizations. The moment of departure from the analysis to getting another 
article for analysis came only after the article was fully analyzed.  
v. Literature Found Irrespective of Source 
Count Cites Authors Title Year Source 
1 13 MS O'Connell, D Doverspike, S 
Gillikin, JM Meloun 
Computer anxiety: Effects on computerized testing and 
implications for e-cruiting 
2001 Journal of e-Commerce and Psychology 
2 506 S Strohmeier Research in e-HRM: Review and implications 2007 Human Resource Management Review 
3 30 E Furtmueller, C Wilderom, M Tate Managing recruitment and selection in thedigital age: e-
HRM and resumes 
2011 Human Systems Management 
4 0 CJ Hartwell Social media and e-HRM 2018 e-HRM 
5 9 A Holm Virtual HRM: A case of e-recruitment 2009 Proceedings of the 3rd International 
Workshop on Human Resource Information 
Systems - HRIS 2009 
6 11 MR Olivas-LujÃ¡n, DM Rousseau Can the Evidence-Based Management Movement Help 
e-HRM Bridge the Research-Practice Gap? 
2010 Proceedings of the Third European 
Academic Workshop on electronic Human 
Resource Management 
7 7 P Kaur E-HRM: A Boon or Bane? 0 0 
8 2 S Strohmeier, A Diederichsen Evidence-Based e-HRM? On the way to rigorous and 
relevant research 
2010 Proceedings of the Third European 
Academic Workshop on electronic Human 
Resource Management 
9 1 H Peretz, E Parry Impact of National Culture on the Use and Outcomes of 
E-HRM 
2016 Academy of Management Proceedings 
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10 1 EO Sylvester, AD Bamidele, 
OS.Oluyemi 
Implementing E-HRM System in Developing 
Countries: Challenges and Prospects 
2015 International Journal of Applied Information 
Systems 
11 1 E Galanaki, A Lazazzara, E Parry A Cross-National Analysis of E-HRM Configurations: 
Integrating the Information Technology and HRM 
Perspectives 
2019 Organizing for Digital Innovation 
12 1 S Strohmeier Technology, Functionality, and Applicability of Portals 
in E-HRM 
2009 Information Systems: Challenges in e-HRM 
13 1 B Dosajh, MP Sujlana New e-HRM Model Based on Technology Acceptance 
Model 
2012 Gian Jyoti E-Journal 
14 2 A Lazazzara, E Galanaki E-HRM Adoption and Usage: A Cross-National 
Analysis of Enabling Factors 
2018 Digital Technology and Organizational 
Change 
15 66 P Dhamija E-recruitment: a roadmap towards e-human resource 
management 
2012 Researchers World 
16 2 A Jain, A Goyal E-recruitment & E-Human Resource Management 
Challenges in the Flat World: A Case Study of Indian 
Banking Industry (With Special Reference to ICICI 
Bank, Jaipur) 
2014 International Journal of Scientific and 
Research Publications 
17 2 S Singh E-recruitment: A New Dimension of Human Resource 
Management in India 
2017 International Journal 
18 25 T Bondarouk, E Parry, E Furtmueller Electronic HRM: four decades of research on adoption 
and consequences 
2017 The International Journal of Human 
Resource Management 
19 250 TV Bondarouk, HJM Ruël Electronic Human Resource Management: challenges 
in the digital era 
2009 The International Journal of Human 
Resource Management 
20 95 DL Stone, JH Dulebohn Emerging issues in theory and research on electronic 
human resource management (eHRM) 
2013 Human Resource Management Review 
21 67 DL Stone, KM Lukaszewski An expanded model of the factors affecting the 
acceptance and effectiveness of electronic human 
resource management systems 
2009 Human Resource Management Review 
22 6 T Bondarouk, E Furtmueller Electronic human resource management: Four decades 
of empirical evidence 
2012 Academy of Management Proceedings 
23 8 D Arjomandy Social media integration in electronic human resource 
management: Development of a social eHRM 
framework 
2016 Canadian Journal of Administrative Sciences 
24 7 M Tate, E Furtmueller, PM Wilderom Localising versus standardising electronic human 
resource management: complexities and tensions 
between HRM and IT departments 
2013 European journal of International 
Management 
25 5 YM Yusoff, T Ramayah Electronic human resource management (e-HRM) and 
human resource (HR) competencies: some evidence 
from an emerging market 
2012 International Journal of Information and 
Communication Technology 
26 2 V Stein, TM Scholz Electronic human resource management strategies for 
atypical employment, ICETE 2013-10th Int 
2013 Joint Conf. on E-Business and 
Telecommunications 
27 1 V Stein, TM Scholz Electronic human resource management strategies for 
atypical employment 
2013 International Conference on e-Business 
28 0 N Berber, B  Đorđević, S Milanović Electronic human resource management (e-HRM): A 
new concept for digital age 
2018 Strategic Management 
29 116 I Lee An architecture for a next-generation holistic e-
recruiting system 
2007 Communications of the ACM 
30 129 SD Maurer, Y Liu Developing effective e-recruiting websites: Insights for 
managers from marketers 
2007 Business horizons 
31 104 I Lee The evolution of e-recruiting: A content analysis of 
Fortune 100 career web sites 
2005 Journal of Electronic Commerce in 
Organizations 
32 74 AD Smith, WT Rupp Managerial challenges of e-recruiting: extending the 
life cycle of new economy employees 
2004 Online Information Review 
33 33 B Cullen E-recruiting is driving HR systems integration 2001 Strategic Finance 
34 26 JF Wolfswinkel, E Furtmueller, C 
Wilderom 
Reflecting on E-Recruiting Research Using Grounded 
Theory. 
2010 ECIS 
35 37 I Lee Modeling the benefit of e-recruiting process integration 2011 Decision Support Systems 
36 30 S Lang, S Laumer, C Maier, A Eckhardt Drivers, challenges and consequences of E-recruiting: a 
literature review 
2011 Proceedings of the 49th SIGMIS annual 
conference on Computer personnel research 
37 25 MT Thielsch, L Träumer, L Pytlik E-recruiting and fairness: the applicant's point of view 2012 Information Technology and Management 
38 24 A Eckhardt, S Laumer, C Maier The transformation of people, processes, and IT in e-
recruiting: Insights from an eight-year case study of a 
German media corporation 
2014 Employee Relations 
39 18 A Eckhardt, S Laumer, T Weitzel Extending the architecture for a next-generation holistic 
e-recruiting system 
2008 CONF-IRM 2008 Proceedings 
40 17 RH Searle Organizational justice in e-recruiting: Issues and 
controversies 
2002 Surveillance & society 
41 11 E Furtmueller, C Wilderom, R van Dick Utilizing the lead user method for promoting 
innovation in e-recruiting 
2009 Handbook of Research on E-Transformation 
and Human Resources Management 
Technologies: Organizational Outcomes and 
Challenges 
42 15 A Eckhardt, T Weitzel, W Koenig, J 
Buschbacher 
How to Convince People Who Don't Like IT to Use IT: 
A Case Study on E-Recruiting 
2007 Americas Conference on Information 
Systems (AMCIS) 2007 Proceedings 
43 10 E Furtmüller, C Wilderom, R Van Dick Sustainable e-Recruiting portals: How to motivate 
applicants to stay connected throughout their careers? 
2010 International Journal of Technology and 
Human Interaction 
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44 16 AJ Du Plessis, H Frederick Effectiveness of e-recruiting: empirical evidence from 
the Rosebank business cluster in Auckland, New 
Zealand 
2012 Science Journal of Business Management 
45 13 S Laumer, A Eckhardt, T Weitzel Status quo and trends in e-recruiting-Results from an 
empirical analysis 
2009 International Conference on Information 
Resources Management (CONF-IRM) 2009 
Proceedings 
46 9 M Tate, E Furtmueller Service development as action design research: 
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